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A study was undertaken of the retlrement preparatlon
ograms ‘in higher eudcation 1nst1tutlons in €he United
n 2,200 colleges and universities participated. 0n1y
had a formal program to help employees .prepare for

retirement, and these 1nst1tut10ns were mestly four-year, public, ‘and
large. Iwo-thirds of the programs have been in operation less than

, five years, and in 71 cases, respon51b111ty was with.the pensonnel

" office. Formats included one-to-one counseling, grouyp sessions,

lectures, and discussions. Program topics included the institution's -
'retlrenent beneflts, other financial uatters, "health care, legal

f

affﬂ}rs, housing, '‘and leisure tlme. Program fcllosup was used at only

23 institutions, and formal program

evaluation at 43, On~-site

examinations bf the programs at five universities (Brigham Young, °
University of Connecticut, Duke, University of Michigan, and Purdue)

are reported in detail.
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MAJOR FINDINGS ~—— ", = L
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Just four percent,(96) of the 2,21Q responding institutions had a
formal program to help employees prepare for retirement. These
96 institutions were mostly four-yedr (80), public (72) and large
(67).
Major features of the 96. retirement preparatron pregrams in-
. - clude: \ -
T Sixty-six institutions had been running programs for under

" five years, 44 for two years or less, and just 7 had programs N
N in operation for more than ten years. .
. Program responsibility belonged to the Personﬁel Office at ,
« .- *71 institutions. . e e ‘

* In almost every case, program elrgrbrlrty was extended to all .
classes of employees, although usually with an age require-_
ment, and participation was wholly voluntary; spouses were

« invited to participate at 65 institutions. .

* The program format was combined one-to-one counselmg

and group sessions at 49 institutions, a group approach alone \
. at.26, and one-to-one counselmg only at '16; 41 of the* 75— .
institutions using a group approach combined lectures with |
participant discussions, 19 employed Jectures without dis-
cusslons, and 15 went with discussions exclusively. « v .

* Progwam_topics varied, but every program covered the in-
stitution’s ®retirement  benefits and other financial matters.
Health care and legal affairs were each part of the programs N
at 68 institutions, while housing/ locatron and use of free time
were each included in moré than half of the programs. . >
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Program follow -up was conducted at only 23 institutions,
and formal programe evaluation®was done at 43 institutions.
On-site examlnatlops of retirement preparatron programs  were

‘conducted at Brigham Young University, the Umversnty of"Con- -
necticut, Duke University, the Uttiversity of Mlchlgan, and Purdue .
‘University. These programs are descrrbed in detail in Chapter IV.. r

Forty-two percent (929) of the 2,210 respondents reported pro-
grams “for the direct benefit of former staff members .now retirgd.
“The following information was g1ven about these programs for
retired staff members: . . .
g " A report on specific facrlrtres privileges, and benefits avail-
able to retirees was given by 736 institutions. Libraty privi-~ *
- leges, useiof athletic and recreational facilities, trckets to
sctiool athletic and cultural €vents; continuation of group
health insurance coverage, and cafetetia or dining room privi-
leges were the only ones available at a majorrty of the instis-
tutions. AN .
. : Ementus status .was conferred by 587 1nst1tutlons, and 127
of them offered faculty emeriti befiefits net available to other_
“retirees.’Most often the additional benefit was use of an office
or laboratory along with the provision of secretarial or techni-«
cal assistance. - - # ‘-
* Direct contact with rétirees was maintained by 663 institu-
trons Id the majority of cases, contdct was on an mformal or
» * semi-formal basis. . ° Sy
"Generally, the rationale for the establishment, of*an employer- -
sponsored retirement preparation program can be described: as fol-
‘lows: Retirgment preparation programs, by promipting people to
~ consider and plan for the time after they xetire, are helpful to both
employers and employees Employersbeneﬂt‘because a ret1rement .
preparation program is an ideal complement to- the overall staff .
+ benefits- package, which has the implicit if not explicit -purpose of .
, bringing employees to retirement healthy and ﬁnancnally secure.
Furthermore, a program that motivates em.ployees to actively pre- .
. "pare for retirement can make an organizatior’s entire retirement
process all the more orderly. Beyond receiving direct help in plan-
ning for one of life’s major events, employees benefit from retire-
ment preparation assistance by an increased awareness of what re-
. tiregngnt will mean to them—psychologically a$ well as physiCally
and*financiallj=—and by new knowledge of what their life in retire- '
ment probably will be like. ’ ) -
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. CHAPTER I . -
- -PREPARATION-FOR RETIREMENT: -
* . THE PROBLEM’.

1 2

.
. « i
- - . : g

. For many Americans today, increasing longevity at the older ages
.+ * . means a longer period of retirement. Recent trends toward earlier
. retirements alsd .act to increase the' number of ,post- workmg years
that many men and women may expect Under these circumstances,
adequate advance preparation for retirement assumes greater im-
portance than ever before. On the other hand, the raising or
elimination of mandator retirement ages may compél employers
to make more difficult dycisions with respect to the retention of
older (and younger) employees. In these situations, co;msefng and
life plannigg could be,%aluable compbhents of their personnel
policies. W'l’lat is currently being done in this area—and what,could
be done in the future—fos” people in the field of higher educatlon
, is the subject of this TIAA- CREF report ‘
. . Since 1918, Teachers Insurance and 'Annulty Assocl,atlon has
. .+, served the needs of educational institutions and their employees
for adequate retirement income protectiom Over these years, TIAA
has come to realize that refatively few people, whether or not they
are employees i’ the field of higher ¢ducation, make any careful,
long-range plans for retlremenl ﬁnancnal or otherwise. As a result,
- few ybrkers enter retirement, with anythmg rear the preparatlon

‘and training ‘comparable to- what they had before beginning their h

‘working careers. Yet individuals now car expect to spend a quarter
or more of their Itves in.retirémeht, -and the prospects are good that
this_propertion will increase. Clearly, sound preparatxon is impor-

14

tant, Without careful planning and without an early-start on these
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< preparatrons retlrernent is likely to Be less satisfying and en]oy-
able than,expeoted.
Only in the year -or two just prlor to retirement, |f at all; do
peop‘le seem to concern themselves serrously with such important
matters as. where t0 live, how;to use an extra fifty or so hours each

week, and how to manage the financia} changes that are'the con-

sequences ‘of retlrement
"Ah assured income from- Social Sec rity and beneﬁt,s from an
employef’s pension pfan can perhaps reduce the urgency of per-
_ sonal Jong-term financial planning for retirement. An adequate
retirement income is of vital importange,,but it is not thé only
dimension pf retirement living. .Careful preparation in other areas
is also essential for successful retlrement

Yet opportunities to receiye mstlrutlonal or other assistapce in |

preparrng'for the financial.and non- “financial aspects of retirement,
*as this study shows7 are rare cven though comprehensive retire-
ment planning can do ‘much to reduce problems for retirees and
their families. Furthermore, such problems are not always confined
within thé walls of the hole; retirees’ problems and dissatisfactions
_can have an impact on former employers, the commumty, and
our society as a whole..

Tradrtlonally, individuals have been . prlmarlly responsible for
plannlng their own retirements. But, this is not easy, and’ individ-
,uals alorfe can seldom mobilize the kinds of TESOUrces that are
“needed. Institutional assistance is required, and employers. can
serve as partners in this jmportant area. Indeed, a number oflem-

ployers have made ‘intensive efforts to %éist employees with pre-

retlrement planning. In general, howgever, neithér business, edu-
. catlonal nor governmental employers have so far played a very
active role in this area. Whatever their present role, it seems that
both employers and theif staff members would gain from a well
organized preretirement preparation program and from a more
favorable attitude.toward retirement that might result among all
employees, especially those participating in such pregrams.

How many employers currently sponsor preretirement cdunsel-

. ing programs? A 1974 Conference Board survey and a 1975
survey by the Institute of Labor and Industrial Re,latlons of the
Unlverslty of Mlchlgan Wayne State Unlverslty found that mogst

- N
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the firts surveyed offer information for retirement beyond that
" narrow scope. A 1977 survey conducted by the American Council
of ere Insurance asked individual employees: “Does your place
“of employment currently provide any type of prenetlrement coun-
seling?™ Fifteen percent of the respondents réplied aﬁrrmatrvely A
1972-73 TIAA-CREF survey of retired annurtants revealed that
less than one quarter of the retirees recalled recemng counselmg
or‘other retirement plannmg assistance {rom theédr last employer.
. The TIAA-CREF annuijtant survey and, other mfonnatron de-
veloped through TIAA’s many years of close association with in-
stitutions of highet education suggest ‘that most educational insti- ,

_* tutions have not been deeply committed , beyond active participa-

1

‘tion in financial support through pension. plans to helping theit
emplbyees with personal planning for reuremem Before this in-
ference »could be conﬁrmed however more precrse information -
was negded; and TIAA-CREF, undertook a study to determine
the extent and natare of retirengent planning assistance currently -
. being provided by U:S. institutions of higher education for their '
staff miembefs . Beyond this purpose, the study had a secondary
objectwe of mvestigating the principal retirement preparation pro- °
grams that have, beer Jeveloped both in and. outside of the edu-,
catronal’ world—programs that can be adapted for use by.any type
_of ‘employer. ¥t is hoped that the study findings reported here will,

~

" be useful to mstltuthﬂS considering adopting, enlarging, or im- -

provmg preretrremen{ preparatmn programs. Wé also hope that

this répart will lead many institutions to share our conclusins that

individuals, empioyers and the commuriity at’ large will benefit i’

" more people-are encouraged to make cffective and rqahstrc plans
* for their refirement years. , _ .

The “remainder- of this report has two prmcrpal’ sections.. The

. ) first; comprised o Cnapters 11-V, re,ports on the content and or- -

. gamzatron of college and ypiversity retirement programs, both pre *
*fetirement and post-retirement, and offers.ﬁndmgs from a question--
narre survey and on-sife exammatrons of retirement preparatron
programs at ﬂvéselected -institutions. The second sectiofl 15 a “state
of fhe art’” report on. retirement prepara‘tlon programmmg in geﬁ-

* eral; it includes Chapters. VI-IX, The final, chapter, Chapter X,.

.., contains details of study methods and information about the. survey

group, the response rate, and the respondent grdup .

7z
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" CHAPTER I:

SURVEY -OF

EXISTING RETIREMEN‘P .
- PREPARATION -PROGRAMS,
iN HIGHER EDUCATION

A survey questionnaire was seit to more than 2,800 colleges and
‘universities in the United States-to obtain information about em-

" -ployer sponsored setirement preparation dssistance avarlable to
staff members of institutions of higher education,

A retirement preparation program was defined for respondents
as any formal program deslgned to give individuals a better under-
standing of What they will be dealing with i in retirement and of what ,.
they might do during their remaining time at work to make retire-
ment more satisfying. For the purposes of this study, a pension or
savings plan by-itself did not quallfy as a retirement preparatlon
program\’ -~ . / -

‘The survey asked: Does your institution.presently havea formal _

-prograrn to help employees prepare for their own retirement? Of
the 2,210 respondents;”89 percent answered No, 4 percent |
answere.d Yes, and the remainder gave aﬂother answer. c
. Clearly, 'very{«(few Golleges and universities * provide_ a formal
program of retigement preparatlon assistance for their employees,
Overall, less than gne out of every twenty, respondents reported a
formal fetirement preparation program_ for staff members. Speci- *
fically, 96 institutions had programs and 1,967-did got. The other
147 indicated that they provided some mformatronZa.b_ptit pension
plans and other benefits, but not in an organized fashion, or that
an outside organlzatlon e.g., a state retirement system ‘runs a
program that.is open to their employees, or that they actively en-
* courage their employees to participate in a ret1rernent préparation

13
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course ‘offered on campus to the general public.

““Although a sparsity of programs was anticipated, this result was
surprising, Hopefully, the findings reflect a lack of motivation thus
far to provide a program or a lack of resources ind information

~

rather than a lack of concern about the cxrcumstances of retlred\

°

a«employees - .

« Of‘the 96 institutions having formal retjr rement preparatxon pro-

grams for employees, 80 were four-year, 72 were public, and 67

’-'Qé“ . were large, i.e., had over 5,000 students., Table 1 gives a break-

£
X ; down"of these institations by control, level, and size. Large public
;& four-year institutions comprlsed almost half of all thpse offering
* ' this assistance. « ’ . .
N [ | *
Table I -+ | ' -
Institutions Providing Retirement Preparation Programs '
By Control, Level, And Size S L. . :
Public . ‘ Private
Total _’.\.4-Ye'ar\ ; © 2-Year 4-Year - 2-Year
£ - £ OB
= ‘.2 o ¢ = 2 ) o = v, = L2 v
Ve 3 F UE3.5E 2 P 'z R
‘ G¥3 3-§5§%85 § 3 5& 33

9% 1.1 46 —6 9 3 8 12 1 — —

100% 1% 11% 48% — 6% 9% 3% 895\ 139 1% — —

<

a

Note. regarding institutional size, small institutions are those with fewer tRan
1,000 students, medium have bemeen 1,000-5,000 stu(lents, and large*enroll over
35,000 students. . N .a

[
- . 'l

. . V-

'

Four-year inStitutions are more likély thaf -two-year institu-,

tions to be offering these programs because the latter generally

“ are frelatively young ‘schools with youthful staffs, and retirement
programs may not yet. be a major factor in their personnel policies.

In the past decade, the number of two- -ygar colleges increased: by

about 80 percent while their total professional staff nearly tripled.

- The average age of this staff is considerably younger than at four-

: year institutions. In addition, the proportion of part-time faculty

wn i

o PR
RIC™ - - 4
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and administrators is usually much higher at two-yéar schools, an
.o L3
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influential factor in an mstltutlon s general philosophy of staff bene-
fits and the emphasis it places on specific benefits. Overall, 2 per-
cent of ‘the' two-year institutions and 5 pegcent of the four-year

- "institutions in the responding gfoup had formal retirement prepara-
-tion programs. Moreover, the more people the mstltutlon employs,
the greater the likelihood that it has a’sufficient number of older
employees to warrat interest m providing retirement preparation
assistahce a5 well as staff qﬁhﬁed to develop and nin a program.
Seventeen percentof the large,four-year institutions in the respond-
.ing group ‘reported a retirement preparation program, compared to ,
3 percent of the medium-sized, four- -year colleges and 1 percent of -
the. small. In the two-year sectof;zalso, the large institutions had
propomonally more programs (6 percent) than did the medium-
sized (2 percent) and the small (less than 1 percent)

It is not clear why Jmbre public than private institutions offer
.programs, although publlc institutions in general are larger than
private and fnore solidly financed. Consequently, pubhc cyleges
and universities may fiave more personnel and fin SOUroes |
to commit’ to retlrement pre,paratlon assistance. Retirement prepa-

ratyen progr.ams were report
pubhc institutions” and just’ 1

LIS

by 7 percent of all“xesponding ,
rcent of all private,
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CHAPTER n:

CHARACTERISTICS OF COLLEGE
AND UNIVERSITY RETIREMENT - -
PREPARATION PROGRAMS ‘

r

. ~ ¢

N . - . {
« + Existing employer-sponsored retirement preparation programs have
a wide vanety of forms and components To obtain. mfol'matron

. about the nature of programs currently being provided by colleges
" and nniversities for their employees, the responding institutions

" that reported formgl programs were asked a.series of questions
about specrﬁc de.talls of the development format, and composr-
tlon of their pmgrams

S
A ~

NUMBER oF PROGRAMS ON CA‘-MPUS L

—

Frrst (the institutions were asked ‘how many retifement prepara-
tion programs each had and, if more than one, how they drﬁered
Eighty of the schools Had a s;ngle program 15 had two programs,
and 1 had three. Thirteen of the 16 mstrtutrons with more than one
program described the drfferences in their programs T e~
Basically; the reasori some mstrtutlons had more than ‘one. pro-
gram was that different classés of employees were thought to,have
‘different counseling .needs. At some -colleges, different groups, of
- ‘employees bélonged to separate pension systems, so programs cov-
. ering benefits and, retirement income had to be segmented. In other
cases, th¢ administration or the program director felt the “assis-
tance would be most effective if program participants were Trela-,
tively homogenous s0 that information could be. directed compre-
_ hensively to a narrower range of needs rather than diffusely to a

210 : .
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O ; “* broad range. of interests. Co "

V. Another factor was the level of sophlstrcatlon of the pr gra,vr(

T Some “institutions designed .Sseparate programs so that one would

\ " be'more theoretical or congeptualtthan another. A f% institutions

took marital status into consrderatlon _realizing that the circum-

e “stances-a d concerns of-single people in retirement.would be quite

' different than those of married pepple. « .

' Twenty of the 80 institutions reporting dnly one program indi-
cated that they select, or group, employees to partrcrpate in it on
the basis of §pec1ﬁc characteristics. So, even though officially one

| program was reported the categories of, participants ‘at any one,

j * time is confrolled by the college. Seventeen of the 20 institutions

l . use occqpatlonal category as the major basis for selection, usually

b _separating faculty and profesmonals from other occupatlonal
groups. Age or, proximity to retirement was another basis for selec-

)

2 )
. tion, as were marltall status and educational level.

/ ' '

A # o ) < ‘

PROGB?\ ’DEVELOPMENT AND ADMINISTRATION . ’

-~
. . »

Answers to a group of questlons covermg program development
révealed that_a few institutions had experimented with different
n . approaches before settling on the program presently,in_6peration,
o while others made false starts and terminated a progrark, before
developing the one currently being used. -In most instances, how-
ever, the program in effect was the mstltu‘f}ons first formalized
effort and, in’ many cases, was initiated only within the last year
L or twp. Forty-four institutions had been providing formal retire-
( _ment preparatlon assistance for two years or less, 22 for three or

four years, and. 28 for five or more years. Just 7 institutions had
L been runnlng a program for more than ten years.
; Responsrblllty for-the retirement preparation function and pro-
. gram development was given to the Personnel Office in 71 insti-
‘ tutions. At the other 23 institutions which gave this information,
the responsibility was placed with some other administrative unit, .
the Business Office or the President’s Office for example, or was
handled by a district or system oﬂi;eé?&lmg exclusively with re-
' firement matters; -Typically, the j dual directly _responsible
for the program was ;he Personnel Director or other Personnel
Officer.-In Cases whife retirement preparatiorr was ceptrally ad-
ministered, the district or system had a representatrve in charge

" . 4 Q9 . =g
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A handful of ipstitutions. contracted outmde specnah,sts tg. develop‘

and runr their programs, and two schools gave these responsnblll-
tles to faculty members skilled in this area. °

" Sixty-four institutions developed their own programs with llt‘tle
or no assistance from the outside, while 31 schools worked closely
with an outside organization or independent consultant during

~ program development. One institution did not specify how its pro-

gram.was deyeloped. In 24 of the 31 cases where development was

. a joint effert, the college or university had.the principal fole. .

In" most of the 88 Institutions that weré entlrely or mainly

responsible for, developing their own prog ms, the Personnel”

Office did all or much of:the work. A few schools were fortunate
to have expert assmtance on campus, such as a gerontologlcal
specnahst and used, thls talent. The 7 institutions that employed
oufside people. to develop their programs called on a private re-
tirement preparation organization (4 cases), a retirement office

.in the state govemment (2 cases), or a consogtium (T case) for

this sers#ce.

The fpdividual dlrectly in charge of the program rarely gave
more thdg a small proportion of total work time to it. At the 88
institutions” which reported this, information, the _program director
devoted les§than ten percent of.work time in 46 instances, be-
tween ten arid twéhty percent in 23 ingtances, and over 20 percent

in 19 instances. At only«2 co}léges did the director work full-time

on the program.

PROGRAM PARTICIPATION - ' : o

b

L T

A\

Most institutions with p;ograms reported that they offered the re-
titement preparatlon assistance to all employeem, Ohly a. handful
excluded specific groups of employees. As discussed earlier, six-
teen had separate programs for different employee classes. Overall
91 of the 96 colleges provided for faculty participation, one di

not, and four did not give this information. Administrators and
other professionals were included in programs at alt but 4 of the
colleges, mcludmg two that did not respond to the question,
Clerical and secretarial employees' were excluded by three ingtitu-

Ltions, and three others failed to answer. Maintenance and service,

staffs participated in the program at 88 colleges, were excluded
from four, and were not reported on by the other four.
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. Participation“was almost always voluntary. Eighty-nine of the

95 institutions reporting this information indicated that employees

chose whether or not they would patticipate. The othet six re-

ported that they specrﬁcally requested partlcrpatlon by eligible

staff members. :

Two survey questlons covered the'age ranges of program par-

R ticipants. One. asked the agé at which employees first were eligible

to participate; the other sought the average ‘age of participants
at the time they began their ‘participation.

In' general, the retirement preparation programg were open to
employees within one to ten years of normal retirement age. Em-

- ployees with longer periods remaining in their e%pected work
careers. rarely were invited, to participate because of the widespread
belief that retirement sthl is too distant for them t@} l%e strongly
motivated o "plan for-it: “{On-the_other_hand, gerontologists and
other experts have argued that ten years is too short a period to -

~.prepare effectively for retirement, particularly if special financial
plannmg needs to be started. Programs restricted to employees in
their final year or two of work have been especially criticized, be-
cause they do not allow a realistic period to implement plans made
as a result of partrcrpatron) Forty-five institutions reported their
«minimum ellglb}hty age for the program to be between 55 and
60, and ‘16 indicated an age between 61. and 64. -

Some of the colleges followed a more flexible : age pattern for

. participation and opened the program to younger employees‘
Twenty-seven institutions invited employees who were below age
55, including seven that welcofed all employees regardless of
age. Eight institutions did not furnish information about the age
of | eligibility. Possibly because many more public, than" private +
colleges have normal retirement ages below 65, 25 of the 27 y

. schools providing retirement preparation assistance “to employees

N . .younger than age 55 were public. ’ . )

. * The instituttons were asked to estimate the proportron of eligi-
ble employees invited to participate’ who actually do so. Eighteen
institutions did not furnish this information. Arong those ‘giving
estimates, the fange extended from as little as-10 percent to 100
‘percent. Forty-eight institutions reported estimates above 50 per-
cent, with 25 exceeding 80 percent. Thirty institutions gave esti-
mates equal to or below §0 percent. A related question asked if

* the participation rate varied among different employee groups, and
53 institutions reported rio variation, 35 indicated some Varratron,

ld
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and the other 8 did not answeér. The most frequently cited varia-

" tion, 13 reports, was a hlgher level of participation by non-aca- .
" demic employees the second most frequently cited variation, 11
reports, was the' opposite pattern of a. lower level of partncnpatlon ’
by non-academic employees.

. Partlcnpatlon by spouses also was examined. At 65 institutions;

employees spouseswere invited to participate in the program, they

"were not invited at 29" institutions, and 2 colleges did not give
this information. The proportion of invited spouses who normally
_accepted the opportunity to participate varied, from institution to
institution, but the majority"reported acceptarice rates below 50, \
percent and only 11 of the 65 schools indicated a rate above 50
percent. Sevegal factors were cnted as affecting ‘spouse participa- ..
tion: time when, the program is offered, since spouses who work
may be' unable to attend daytlme sessions;-number of cars in the
family and avallablhty of public transportation; site of the pro-

L __gram, especially if the location.is in a “bad’*‘nelghborhood and,
g ~ the degree to ,"which- spouseshcustomarlly attend other school-
. sponsored, social functions. T e
¢ . .-
. . o
PROGRAM COMPONENTS ' (7 -
. .. Format. '&

The institutions were asked a series of questions about the specific
composition of their programs. One. question inquired about the
‘basic format of the program. Response Indicated that many of the
. institutions operated multi-formatted programs. Forty-nine com- * -

bined one-to-one counseling with group sessions, and 35 of these
ingtitutions provided supplemental reading material for .partici-
pants. A group approach without one-to-one counseling was of»
fered by 26 institutions, and 16 of, them- offered extra reading
material. Sixteen institutions used one-to-one counseling exclu-
sively, and all but one of them gave out readmg material as well.
Five institytions gave" oply partial information .about program
format and could not be classified on this variable.

A related questlon asked which single method was the insti-
tution’s primary approach to providing retirement preparatio
- sistance. Thirty-four institutions weported one-to-one couns%:;,
+31 (indicated lecture with question-and-answer period following,
and 28 said small-group discussion. The other three institutions

ERIC .




relied on self-study by employees using ma‘terlafs dlstrlbuted in
.group or individual coufiseling sessnons. < :

' I3

.- 0~

2. Pro,gram Frequency. , ’
The imstitutions were requested to elaborate: on the details of the,
format each followed. The 65 institutions using one:to-one coun-
seling varied the frequency and spacing of the counseling sessions.
Fourteen had open-ended counselmg in which employees could

‘recelve personal atterition as frequently or mfrequently ds they ’
wiShed. However, the reports suggested ,that this procedure often
was more ‘of an informal than formal- arrangement. Forty-six of
the institutions offered a specified number of counseling sessions: *

" 8 had just ene, 14 had two, 18 had three, and 6 had more than
three. Those institutions having mare than one session generally
spaced the sessions three months or six months apart. The other
five schools did not report on the frequency and spacing of their -
one-to-one counselmg sessions. N

The 75 institutions using a group, approach also showed di-
versity in the.format of their programs: ‘Forty-one combined la/
ture and dlsc.uss10n 19 used lecture without discussion, and %15
employed dlscusslon alone. The number of group sessions in a

~4pr:ogrgm\anged from one to twelve. Eighteen schools scheduled
just one session; 9 had two, 7 had three, 8 had four, 7 had six,
3 had seven, 6 had efght and 6 had more than elght Four insti-
tutions did not report the number of sessions. J’he spacing of ses-
(ons did not have quite the same el of dlvers1ty Thirty of the
53 institutions having more,than one session held them either one -

. Or two weeks apart. Eleven colleges ran sessions more frequently
than oné.week apart, usually condensing them 4nto one or one-*
half day, and 7 ran them less frequently, although never more
than six months apart. Five institutions did sot give this infor-
mation. ’ \ . .

3. Group Size. . |

The institutions following a group format were asked to estlmate
the number .of people typically attendmg a ss10n The reports

" on group size varied from as few as five to over two hundred. The
larger groups were most likely to participate in programs using %
-lecture format, while the sSinaller groups were in discussion-ori-
-ented programs. The average size of the groups’ dttending lectures '
was 59, although this figure was much hlgher for pmgrams w1th-
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ways to earn and save money, tax “exemptjons

o/
?J

out a drscusslon component and somewhat 10wer for th
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mclud-

‘ing discussion. The average size of the groups participatipg in

discussion-orily programs was around 25; and only in a few cases

did this number exceed 30— o '
A. Program Content ‘ -
Details were sought about program content, ie., the topics d1s-
cussed and the amount of time devoted to each, and 94 of the 96
1nst1tutroﬁ’s furnished this information. All 94 covered the institu-
tion’s retirement benefits andzor Social Security, gnd .93 went into
broader financial matters mc?udmg some or alt of the following
subjects: sources and amounts of income and expenses, assets and

liabilities, net worth investmerit strategies and opportunities, bud-
geting, lang-_and short-term ﬁnancral plannmg[yty of assets,

‘k

advantages,
consumer awareness, inflation, and protection=against Hnancial
catastrgphes. : )

Health care and legal affairs were the next most popular toplcs
eachl' being part of 68 programs. Sessiohs on' health looked into

" physigjogical "and’ psychological aspects of* aging, preventative
“health care, health maintenance, physical fitness and exercise, diet

and nutrition, safety precautions and accident prevention, age-
related diseases and physical problems, sexual activity” in later

" years, depression, stress and tension, how to choose a doctor, Medi-

&

.

care and health insurance plans, and nursing care. Discussions on
legal matters usually included when and how t0 seek a’lawyer, legal
preparedness for retirement, geographrcal vanatrons in law, estate
planning and trusts, W111s probate, power of attomey, guar.dlans
and conservators, contracts, business ventures in retirement, owner-

ship, late matriages, frauds and quacks and- specna'l consumér t.

¥ .

considerations. ’

Use of frée time and hou )pg conslderatrons were covered in
more than half of t grams..The topic.of retitement actjvities
c@)mmonly included th’éﬁconcept of leisure, how to relax, avenues
for creativity and self-expression, arts and crafts, hobbies, travel
and entertainment, volunteer services, part-time work, sinall-busi-
ness opportunities, edutation, meditation and contemplatibnz and
organizations for older people. The segments’ on ‘housing ¢ovéred
such items as the decision to move or not to=move, pomts to con-
sider when choosing a location, retirement in forejgn countnes, re-

tirement communities, types of housing, owning or renting, ‘condo-
4 v
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mm ums -and cooperatrves mobﬂc homes vacatron or second

. At 'tudc and role a‘]ustments were toprcs included in 33 of. the

programs. In these sessions, the participants dealt with a variety
of matters: the changing nature of retirement, myths and realities
of agmg, losses associated with the termination of the work role,

_new relatronshrps with spouse and family, opportumtres for growth

and self~1mprovement, loneliness, boredom and inactivity, ways' to
achieve satisfaction and status in the retired role, and widowhood

-and preparation for death.

Some programs gave special attention to items -other programs =
covered in a broader context. Tert programs included full or half-
sessions on one or more of the following: consumer affairs, vol-
unteer services, employment opportunities, nutrition, emotiopal
impact of retirement, and/or widowhood. . P

As reported by the institutions, the number of separate topics
coyered in their programs ranged from one.to twelve. Twenty-four
cm’ered tén or more, 32 discussed from §1x to ten, 28 were Jimited
to from three to five, and 9 covered only finances and health or
finances alone. The-amount of time devoted to'a topic -varied by
topic and from program to program. Gengrally, a topic or a theme
encompassing two or more related topics was allocated one to
two hours in group meetings and one hour or less in one-to-one.
counseling sessions. Yo h -

The institutions were asked which topic elrcrted the greatest
amount of interest from participants. Financial affairs was the .
response given by 80 of the 89 schools that ansWered the question,
4 reported legal affairs and 2 indicated health. Employment op-
portunities, attitude and role adjustments, and retirement organi-

zations each were named once. .
. .

‘5. Other Features. - ’ Lt

The survey sought several other points of information involving
the operation of programs. As to location, almost alF sessions wére
conducted on campus. The majority were tun during normal work-
ing hours. Most programs used outside personnel in some capacity.
Ninety-four institutions held programs in campus facilities, and
the other 5 hired a nearby conference .center or meeting room. in- *
a local motel or hotel. Sixty-four programs were offered entirely

* \ o
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dunhg normal business hours wrth employecs bemg given re- ,
leaséd time to attend, 23 were run during non-working hours—
» 20 in the evening and 3 on the ‘weékend—and 6 were operated ;
« . - ona 50-50 shared-time arrangement b¥tween employer ‘and em-
. ployee. Seventy-four colleges employed outside specialists in some
, . _ capacity and 20 ran programs.entirely with their own personnel. ‘.
) The major role of outside specrallsts was to provrde technical
expertise based on their Knowledge of particular” topfcs. Usually,
they were used iff group meetings; very few institutions involved
thcm in one-to-one counselmg Specifically, outside people acted .
S as resources in the following ways: in 55 programs, as lecturers or '
‘ instructoss; in 11 programs; as leaders or co-leaders of workshops
or seminars; and, in 10 pregrams, as advisors or consultants. (In .
. afew programs, outside personnel performed more than one of°
these functions.) In most casesy they were lndependent profes-
CL sionalsgugh. as lawyers doctors, or psychologists; the others worked
) for firms specrallzmg in this line of service or for organizations with
strong interests in rétirement and related matters, e.g.,’a repre-
sentative from TIAA-CREF, the trust department .of.a bank, or
» - the Social Security Administration.

s . - . / ‘. .
. - . PROBLEMS WITH THE PROGRAMS ] " «

~ .
N v

. ’ A question was asked about any significant problem(s) an insti- -
' tution had encountered with its program, Responses to this ques-
. .tion suggest that most of the 96 programs have been running
smoothlys Sixty-six institutions reported no significant problem,
22 indicated a problem, and 8 did not answer the question. )
\ The type of problem commonly experienced was characteristic
of new or young programs: low attendance ﬁndlng quallﬁed people
to*act as leader§ or resource authorities, obtairiing ‘worthwhile
materials, insufficient funding, content not sufficiently developed,
etc. The most “frequently. cited problem, “not comprehensive
enough,” was mentioned in 8 of the 22 cases, '

i ’

. FOLLOW-UP AND.EVALUATION Ty

A 7 ~ . S

The final questions’ covering retircment preparation assistance o
dealt with whether or not.the institution Htad procedurcs for re- .




S
h -

; mforcmg or refrcshing mformatron imparted durmg .the program

. supply this information, F“ollow-up procedures‘ were both acnve

LS

and evaluatmg program effectiveness. Most of“the institations—te=
ted that

ported that they had no follow-up procedure. Half indica
they made no attempt -at program evaluation. «

. Sixty-fopr. schools reported that they did not follow up on the
program and. 23 that they did. The other” 9 institutions did not’

and passive. Eight schools had a program o of one-to- one; counselmg
to review topics covered in group sessions “on a more personalized
basis. Ten institutfons ran refresher courses of some type, fariging
from classes to reunion dinners. In a more passive vein, 7 colleges'

-enrolled program graduates in national retirement assoc1at|on§,

relying qn- these orgamzatlons to provide the follow-up service.
Formal program evalua&on was not performed by 48, mstltu-
trons while 43 schools indicated. that they did cvaluate in some *
way Five institutions did not answer the question. All But 7 of
the 43 schools _using evaluation méthods relied on written or oral
evidence, from program partrcrpants The others employed trained
observers (4 cases) or had a committee review procedure (3 °
cases). Evidence collected from partrcrpants was mostly subjective,
i.e., personal opinion, although a:few institutions relied, on objective
?neasures, e.g., .before-and-after L'omparlsons of retiement infor-
mation, plaps made.as a result of the program, and changes in

<

~

attitude. : » : .
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* CHAPTERAV: kY | .
RETIREMENT PREPARATION :
PROGRAMS AT . '

SELECTED INSTITUTIONS—

a

Sa
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"~ The retirement preparatlon programs “at Brigham Young Univer-
sity, theUniversity -of Connecticut, Duke University, the Ufversity
of Michigan, -and Purdue Umversrty were selected for special
attermon and examined-irt detaxl during vrsrts to the 'campuses

- e

o problems concemlng the timpe when an employee should retjre.

~

BRIGHAM Youné UNIVERSITY

5
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Program‘ Development and Admmzstratmn ‘
In the early 196(l’s, Bngham Young- University had not mstltuted
a4, mandatory retlrement 286, and there had beem.some\ dlsagree-
ments between employees and supervrsors and betwee en faculty and

¢ A . N TN

] ﬂdepartment heads over when someone should retire. “The adminis- *
. -tration decided that ah effort should be made to deal w1th the ’

x A _Retirement~ Committee; composed of personnel from, al
levels, was formed to deal. w1th the issue and to recommer)d solu-
ions.” This conmmmittee ~served as both a buffer- and an ad\(ocate
and soon took responsrblllt)f for counseling Qrospectlve retlrees
Abdut the same time, ‘committee 4membess bggan to realizg that:
they were being invelved much too late in .the employee s life- to*
help him ‘or her’ getready for retirement if preparation had not
already been started As a result, mterest in a formal retlremem
_counseling pro\gram spread and, in; 1969 the Retirement Com-
mittee started a programa of evenmg d" mney, sessions for BYY
(S ;' LI
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‘employees who were at.east age 63. The dinners were designed to

~  get near-retirees together 80 that they could receive useful informa-

tforl about retirement as well.as learn that others were Jn the same
situation with identieal concerns and anxieties.

+ * In 1972, BYU established an age 65 mandatory retjrement

‘e
1 <

policy. Soon afterward the.Retlrement Commtttee began planning ,

an expanded retirement prepératlon p.rogram with the support and
enicouragemént of BYU’s Administration. A three-part program

was the result. As the first step; a retirement manual was prepared .

with the help of a specidl’ task force. It contains séxtensive data
»about life in retirement, treatmg such areas as ﬁnances health’
care, leisure time, etc., and s given.sto every potential retiree.
Secondly, a retirement training seminar was substrtufed for the
preretlrement dinner session. It was inaugurated i in the 1976-7F

\ academlc year and is offered to all employees.age 61. arid older .
y > As the' ﬁnal step, BYU’s Beneﬁts Office started an early” eduea-
. tlon program to sensitize yOunger employees ‘to the 1mportance of

: s startrng financial preparation for retirement at an early agé. This *

Ty prograu'ﬁsl%\;)f a.sound/slide presentation which is used at ¢

" departmental andfaculty mieetings. Retirement planning asslstarfce

is now an integral part. of BYU's staff benefits program, and is

. recogngd as such’by the, Administration and staff members The

.. Ppresent program is relatlvely new and experrmental ‘and future

~ changes are- ‘highly probable Ce N T

: The Retirement Committee has overall.responsibility for retire-

* " ment preparation, gnd members run the-entire pfogram on a fairly .

" small budget. Basically, it functions as an_advisory, ugit_to the

) Administration, whi¢h has the final word on. “all matters affectlng

. retirement policy. The:Personnel Director and the Manager of |

0 Employee Benefits serve on the Committee as part of their regular

duties.’ The other members sgrve on a three-year | basis. Committee

° = "“memtbers devote 4 great deal of time to the pregram ‘and the work

" ~is'considered a normal part of their l‘CSpOl‘lS}blllthS Because the1r

‘they actually devote to thé progiam are not available. "
&

2a Say oA
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Program PRarticipation.

. * BYU allows every class of employee to participate in the program,
e ¢ " and their spouses as well, and makes participation wholly voluntary.
" The philosophy underlying mC\Cllglblllty declslon was expressed

. ina statement by the program s dirtctor: “Each of our employees .

4
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el’forts are mostly voluntary, precgse figures bn the number ‘of hours « -
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: ls s lmportant as the next, and no Uniyersity ‘program would
ever impose an arbitrary class system.” .o .
As to the age for eligibility, the BYU Retlrement Comnmittee has
. set’61 as the target, which would give those planning to retire at
62, the earliest age at which one can begin receiving Social Secur-
"ity ‘benefits, at least one year to make some preparations. The
© intenfion, hpwéver, is to lower the eligibility age step-by-step to
reach’people in their mid-40’s. The average age of program partici-
pants has been 63, but now that a backlog of dlder employees has
been served a greater, number of younger staff members will be
partncnpatlng
The partlt;lpatlon rate for employees has been very ‘high, around
.95 percent, but this figure includes attendance at the retirement
dinners that were the core of the Jprogram until the seminar_was
- introduced last year. The . acceptance rate for the first seminar was
‘- over 90 percent Spouses too have almost, ‘always acce’pted the

+ . invitation; théir fate of” partnClpatlon also exceeds 90 percent—‘ .

and they have ‘been enthusiastic partncnpants The program gives
consnderable emphasis. to inyolving both marrled jpartriers in retire- "
' mept plapmng o : o,

Program Components R - "
Brlgham Young Umversltys-program combines a formal rétire-
< ment 1nformat1,on semfnar with one-to-one counseling that is more
. or less. lnformal i.e., the individual usually takes the lnltlatlve to
meet wrth the counselor. In addition, each potential retlree receives_

the retlrement planning manual as a self- study aid and for back-

¢ ground material to use in the seminar. *

o '

The individual counselitg is provided by the Manager of the
Employee Beneﬁts Division. Topics covered in these sessions al-
ways include mcome and _benefits but are not restricted to the

“fingncial area. Frequently, the counseling ranges intd lelsure time
activities, chahged relationships with spouse and family, housmg
“and Iacation, t:ana volunteer services, among other sub)ects

A group semmar - approach was_adopted because it was con-

.. sidered the best method of getting people with common problems
and concems togetlwr In an lnteractlve and’“supportlve environ-
ment, ant- also beca{lse it is a practlcal and gconomical way of
giving ipformation to marl‘y people, The groups have been fairly
large; around seventy people mcludmg spouses, mainly “because
of a backlog ol' eligible employees As the program matures group
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size is expected to dnmmnsh The seminar is run by the Retirement
Comumittee, who chose this format -because the former arrange- .
ment, combined dinner and class, proved tq be an ineffective
trammg instrument. The semmar is condensed into one half-day
session covering four broad ' ub]ect areas: finances, health Jdegal

" affairs, and personal financial management. Financial matters gre
emphasnzed and the seminar begins ‘with a general session devoted
" to this subject; following this session thé group breaks into smaller
.units to cover the other’ topics in concyrrent workshops that are
repeated twice. The seéminar i¥ run, on campus in the afternoon in

. an area specially designed and equipped for meetings, i.e., a con-

ference Toom and pot a class room. The leader of the general
‘session. and all *workshop leaders are BYU employees A Social
Security- reprgsentative always makes a presentation. The Re‘tlre-
ment Commi¥ee looks for leaders/lecturers who are_ people-
 oriented, sensitive to the special needs of older people, and sknl]ful
~in, publnc-speakmg and workmg with groups.

Ta practice,” thesBYU seminar is both instructional and partici-

_ pative. Formal lectures are giver in the general session, while in

..the workshops participants are inyited to ask questions following
-.short presentations ‘and then to carry on, dnsctlgsloni_pnalogues
and exchanges ‘among -partncnpants afe common.

The program’s major budget items are printing ‘and materials.
The lecturers and other gesource autherities contribute théir serv-
ices, and the cost of released time for participants is’ absorbed by !
the University. Refreshments are served or the break but, ofher
than this, little effort is made to embellish the program. Program
promotlon also has been kept to ‘a minimum, although special

" invitations +to partncnpate are issued and-all deans, department

heads, and supervnsors are requested to encourage the people under
their direction to accept these invitations.
o . ;
Program Follow Up and Evaluation. . v
Brlgham Young University provndes personal counseling for .
“graduates” of the seminar who feel they need this additional help.
All seminar participants are requested to complete an unsigned
evaluation questionnaire intended to assist the Retirement Com-
mittee in discovering areas where improvements could be made.
So far, the participants have consistently rated the program highly.
In addition, Retiréntént Committee members regularly sit in on the
seminar and workshops to form pgrsonal opinions.

‘
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THE UNIVERSITY OF CONNECTICUT . : L

L 4 . '
Program Development and ;ldministrafion.

. The University yof Connecticut’s retirement preparation program
was developed in the Personnel Department, with the principal
mover and contributor being the officer in charge of staff benefits. .
This.office®s regular duties brought him into frequent contact with

. Umvemty employees nearing, retirement, and over the years he‘o
" became increasingly aware that these people n%eded as§is stance in
‘long-range planning for rétirement. In 1970, when he was a mem-
ber of a state committee on preretlrement pl ng, he became
more deeply involved with the s t and ed oh the design
of a program for Umvers1ty cy@loyees t same year he recom-
mended to the Admlmstratlon that the University initiate a pro-
_ gram, obtained the, necessary approval, arid completed the design
with sotne assistance from experts in geronfelogy and other age-
related subjects In, 1971, the Un1vers1ty offered the program for
the first time, and it has been runnifig éver since. Although the
program never has been formalized as a staff benefit, the ‘Admin-
istration and employees alike have given it quasi-formal status by
their continued support and interest. .
The program is directedaentirely by the Personnel officer. It has .
no permanent staff, nor a separate. budget. The incidental expenses
. for prmtmg, etc. are paid from the Personnel btidget. The director
has complete control over thg program’s format and content, and
only a few changes have been made since the program’s introduc-

“tion Yin 1971. The amount of time the direcfor devotes to the pro-.
gram each year represents less Ihan ﬁve«percent of his total work
time. N :

a . N, ’ o!
Program, Participation. )

Age 45 was set as the earliest age at which a Unjversity of Con-

necticut employee is invited to participate in the program. The rea-,
. son for this relatively young age js that the minimuta retirement
" age for state employees is age’ 30 (with ten years’ service). and*the
program’s target group is people within three to five years of refire-
ment. Employees youngér than age 45 are welcome to participate
if 'they have a special interc’st but otherwise are discourdged from
applying. The average' age of participants has been 55.

The program has had great success in attractmg partlcnpants

The director estimates that dose to 90 percent of the employees

U‘l \ N .
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_ " who have retired from the University since the program’s introduc-
tion took part in it. Participants are given time off to attend ses-
“sions. Spouses are invited to participate, but their par°ticipation has
:been lower than hoped-for, somewhat below 50 percent. The low
rate is attributable td the time of day when thé program is offered
~—during normal business hours when many spouses cannot get
away—and to the University’s rural setting which is quite some -
distance from the homes of many employees. :

- -
\ -
3

* Program Components. Jl
The University*of Connecticut’s program involves a group ap- .
proach supplemented by one-to-ope counseling. One®¥6-one coun-
_ seling.sessions usually follow the group Theetings and are intended
to personalize information imparted in them, They have the spe-
cific purpose ‘of covering Uriiversity benefits and insurance, al-
" though the range of topics covered is often .much broader,

The group format is lecture with a question and answer period |
afterwards. This approach is particularly well-suited for the large
groups of 100 or more that participate. Usually, discussions be-
twéen the lecturer and participants, as well as among participants,
follow “}he questions and answers. The group segment comprises -
five sessions given oneweek apart, each running approximately two
hours and devoted to a separate topic: income and benefits, estate
planning, physical and mental health, legal affairs, and use, of
leisuré time. The meetings are held on campus dhring regular
working hours in a large meeting hall. The director hopes to ex-
pand the program to cover sfr% of the less pleasant aspects of re-
tirement, such as loneliness and boredom, even th ugh he feels
these topics are not easy'to work with and less appealing te par-
ticipants’ ' . .

Other than the program difector, lecturers usually ar¢ outside” .

‘. experts, chosen with considerable cate. They must have knowledge
of the subject® inatter, of*course, and also be effective public
‘speakers and skillful at handling large audiences. Empathy with -
the circumstances of older people is a necessary attribute. Speakers ¥y
are asked tg,idonate their time. ) . & -
4 : .
s+ Program Follow-Up and Evaluation. : 4
The Uniwersity of Connecticut also makes one-to-one counseling
available for those who-complete the group sessions and believe
. they need more perSonalized assistance. The program director de-

- &
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cxded against having, participants make evaluations since they are
so overwhelmingly favorable as to be virtually useless in identify-
ing areas that need improvement. Jdformal feedback has indicated
that the program is considered “pertinent and useful,s although

somewhat deficient in covering the unpleasdnt aspécts of retirement.

- .
¥oe .

DUKE UNIVERSITY - < a

’

Program Development and Administration.

—_ At Duke University, retirement preparation assistance is a recent

~ {levﬂopment In 4972,- a newly:appointed director of the Univer-

, © sity’s Personnel Department, a strong believer in the need for re-

tirement preparation assistance, assigned a member of the Training

Section the job of studyingsthe feasibility of designing and imple-

menting a retirement preparation program for UmverSIty em-

ployees. Following eighteen months of research and prepatation,

she put together a pilot program and completed a manual for pro-

gram leadetshlp This pilot program was conducted for University

. employees in 1973, and feedback was so favorable that the Per-

v sonnel Department decided to offer the program on a regular basis.

In 1974, the Administration on Aging awarded Duke a three-

~ year grant to test and perfect the model using Duke employees as

subjects. During the term of the grant, responsibility for conducting

the program was shared with the Personnel Department by the

Duke Cenfer for the Study of Aging and Human DeveJopment.

The grant expired in 1977, and the Office of Continuing Edncation

*  has been made responsible for administering and running the pro-

gram. Plans are underway to offer the ptogram to the community
at large. as well as to Duke.staff members.

“ ‘. - 3

"t

Program Partzczpatzon

Duke set 35 as the earhest age for program ellgxblhty but, because '

of a backlog, has not yet invited employees below age 63. Since
the program was the basis of a research project, itg design and or-
ganization are highly structured and there has been a firm limit on
the number of ‘participants. In addition, the program is intended

. *to'address thesneeds of a partlcular dge cohort of potential retirees’

rather than overlapping cohorts, taking into account the likelihood
that pepple one or two yéars from retirentent will have a*different
perspectxve than those seven or elght years'away. The average age

,i"' 32 - L
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of partncnpants has been abodt 69 for the faculty and professnonal
group and 64 for the other group.

Duke operates one progrdm, but does split employees into two
separate groups according to the retirement system to which they
belong. In essence, this arrangement separates faculty and profes-

sionals from the rest of the employees. The part of the program -

devoted to staff benefits is different for each group, but the remain-
ing material is the same. The manner in which subject matter is
covered varies somewhat, however, because the separatjon by re-
tlrement system is, in effect, also a division along educational
attainmént. Material is presented\on a more abstract level in-the
sessions for faculty and professionals. In the pmgrams first year,
publicity was used to gain aftention—televisich expesure and oc-
casional articles in campus and local neWSpapers—but interest
grew so quickly that all promotion was stopped to avoid a situation
of havmg to turn away people attracted by the publicity.

The participation rate for faculty and professionals has “been
slightly lower than that for other'employees. The program director

‘believes the reason for the difference is that the program was

initially viewed as being oriented toward non-academic employees
and this image, although fading, still lingers. Spouse participation
has been at a level only about half that of the employees, mainty

gould not get away. Special attention is given to seeing that spouses
take an active role in the program and in planning for retirement.
Program Cemponents.

_ Duke’s program has small group discussions as its core and also
involves personal counseling on a seml -formal basis. Audio-visual
presentations, - worksheets, supplementary reading ma,ternal and
formal lectures are part of the group' discussiorf sessions. Each

session opens with a presentation by an expert in the topic under

consideration. Following this presentatign is a question and answer
period, aftér which the authority leaves and the group begins a
" discussion of the topic under the direction of the prograni leader.
The dlscussmn proceeds without the expert present because it is
fear:ed that his or her presence could disrupt the normal dynamics
of the group and impede open discussion.

The group segment consists*of ten sessions, each running fromi’
two to three Hour. The sessions are held on campus and are
spaced about one month apart. Thls arrgngement is desig

‘ Bd - This r{ed to-%,
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* because many invited spouses have had jobs of their own and
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give participants epoﬁgh time to absorb material ahd to, prepare , -

for the next session. It also makes scheduling easier. There is a
deliberate” order to the sessions. Emotion-laden topics are dealt
with only after mutual trust and group cohesiveness have devel-
oped. Occaslonally, a session will be held in the evening but the
usual pattern is to condugt them during regular working hours.
The average size of a group is between 15-20 people. If a
participant has a unique problem that others do not have or is
reluctant to discuss a personal matter in public, ope-to-one. coun-
seling with the program director is ar,ranged In addition, individ-
uals are invited to seek personal cotnseling between meetings or,

. even after the group segment is comgleted If the program drrector )

is ‘'unable to deal with a personal’ matter effectively, the individual
will be referred to someone who'can. coe “ .
As would be expected with ten- sessions, the, program is>com-
prehensive. The topics coveréd mclude Social Securrty and Medi-
"care, the iversity’s retlrement benefits, budgeting, estate plan-
hing, legal affairs, consumer awareness, physical and\mental health,

housing and living arrangements, role relationships, hobbies and ‘

crafts, other leisure time activities, employment opportumtles in
“retirement, and orgamzatlons for retired people The major em-
phasis is on finances.

Leadership ‘skills are especially important in the Duke program,
particularly the abxh}y to direct gfoup behavior, because cohesive,
ness and fre¢ exchange in the meetmgs are critical to its success.
Consequently, the program director must have an aptitude for
working with and leading adults. Knowledge of specific topics is
less important for the director but essential for hhe\lecturers or
resource authorities. Most of these experts come from the Duke
commumty, and recruitment has not been a problem, nor has
training them, because they generally are accustomed to public
speaking and large audiences. .

The social dimension is important gn the program and substan-
tial time is given to establishing a ‘qld foundation to support a
hrgh level of group interaction. Icebreaking techniques are em-

1

ployed as are other methods of creatmg aclose group. - W

Program’ Follow-Up and Evaluation.

The Duke program includes the opportunity to take a refresher

’ course, i.e., repeat the group séssions, and to receive oné-to-one

counselrng Program evaluation has been particularly systematic
34 | ' 25
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and comprehensive since it was a condition of the rescarch grant.
- Information gain, beHavior,,and attitude changes were measured.,
_ by an experiinental technique using test and control groups. - .Re-
sults of the experimental evaluation indicate that program partrcn-

pants adjusted to retirement better than the control group in terms
of health ratings, life satisfaction, emotional adjustment “and
social interaction. In addition, -the participants complete afi gval-
uation questlonnaire Feedback from participants, mdudmg .in-

formal reports, has been highly positive.
. )

THE UNIVERSITY OF MICHIGAN

)

- . A

' “  Program Development and Administration. . et
. Formal retirement préparation assistance was-first offered to em-
ployees by the U r?uverslty of Michigan in 1969. Prior to 1969 no
. real interest in this kind of assistance had been expressed by the
. employees or the Administration. The major- 1mpetus came from
. Woodrdbw Hunter, a pioneer and outstanding conmbutor to the ]
research and literature on the subject of retifement preparatron ’
. He approached the_Adminjstration on his own*and convinced them
' "to initiate a retirement preparation program for employees. Mr. _

. Hunter was then conductmg ret1rement preparatlon programs y
based on his own model for outside groups through UM s Institute
of Gerontology. : r S ) ‘

The Hunter model. was adopted vtrtua]ly mtact for the Umver-‘
>  sity’s program, and very little development work was neeessary

. before its introduction. Responslbrlrty for the program lies with the

P Office of Staff Benefits and the Training Section of the Personnel -
Department, dlthough Mr. Hunter and others at the Institute of
Gerontology. have provided considerable assistance and direction. .
Over the years, some minor changes in program organization and *
content were made, but its basic format, small group lecture and

_ discussion, has remained the same. From 1969 to 1974, only the
. n professional/ administrative, clencal secretarral maihtenance and

L service staffs part1c1pated a separate program for faculty was in-

R troduced in 1974 as the result of expression’s of strong interest by F

this- group in respanse to a survey questronnalre, R
The two programs are similar in format (group- based) and-
content, but differ in the level at which material is dlscusse,‘d’and
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" been faverable, and the participants in edc

Iy

in the emphasis given to certain sub]ects In addition, the resource
authorities, i.e., experts, used during the varlous sessions tend -
play a larger role in the faculty program Wh\'lCh has a greater
amount of discussion and exchange. UM adopted the two-program
approach for several reasons: (1) the financial concetns "of each
group were expected to be different, in part because faculty salaries
were generally higher; (2) a certain degree of social distance was
anticipated between the two groups..because their interests and
experiences were so dlfferent and this might inhibit.exchange of
information, the care of the prograimn; and, (3) classroom respon-
lzbllmes prevented the faculty from attending a program run during
ormal working hours, while other employees with more flexibility — *
in their work schedules might not have found evening or weekend
sessions so, attractive. UM's exper ence wn%separate programs has
program usuglly haye
formed fairly cohesive units and) taken active roles in the group.
discussions. :

The direct costs of the Universj ty of Michigan’s programS are .
shared by the Staff Benefits ‘Office ‘and the -Personnel Departmen;,
although neither carries it as a separate line 1te,m in the budget.

The major expense is,the salaries of the programs’ leaders or fagili- .
tators, as they are called who are University employees. The costs * -
of printing and materials have beensmall, arid just'a few of the .
resource. authorities receive honorariums. Released time_ for the
non-instructional staff who attend—the .instructional staft part|c1-

pate on their own tlme—ls charged to departments sendmg people.

Program Participation.

-
© I . ‘ -

* The target age for an, invitation to the Umversnty of Mlchlgan s_"

program is 55. This age was_selécted as the most reasonable given.
the normal retirement ages of 67 -for faculty and 65 for other - :
employees The program director thought that ten' to twelve years
was more than adequate time to make and * carry out retirement- '
preparations. The average age of participants has been 60. *

- The acceptance rate has never been calculated for the progragr
because there has always been excess.demand. Spouse parthlpathIl'
also has been good, especially for thé spouses of faculty. “The pro-

" gram stresses active’ participation by, spouses. Realizing that retire-

ment raises many new areas for distussion” betwéen-spousés and
that termination, of the work.role usually means a significant in-
crease in other roles including ‘thaf*of spouse, the program leaders

- C 30 ’ *V,.."
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o consider joint planning by. husband and wxfe to be essential to
effective preparation. v

-~ -
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Program Components. . ' . :
_ The initial program at the University of Mlchlgan was a facsimile
‘ of Woodrow Hunter's group model. Over the years the basic for-
mat—lecture followed by discussion—and content have remained
. the same, but some structural changes have occurted. Although
‘each session still opens with a formal presentation and concludes
with a group discussign of the topic, lecture is not stressed quite
as much as in the past and the program leaders and tesource
authorities deliberately downplai the mstructor fole and try to
participate as simply other members of the ‘group. Group size is
llmlted to 30 people to permit more open expression of ideas. In
addition to the _group approach, the'ljmversnty fgr some time has
offered jindividual counseling to deal with personal retirement
- _matters, almost.exclusively pensions and other benefits. This coun-
seling is an informal procedure, initiated by the individual rather
than the institution, and is not clasely linked to the group segment.
It carries an informal status. because most employees choose to

N .retire before the mandatory age of 70 and the institution is un-.
~ . aware of their plans until nouﬁed which often is very close to the
date of their retirement. Lo .

Both group segments, the one for faculty and the one for other’
employees, “are *comprised of eight sessions -and cover approxi-
mately!the same topics: Social Secur#y and Medncare the Univer-
sity’s pension plan and other benefits, legal matters, physical and

- B mental health, housing and living asrangements, financial ylannmg,
new royf, and usé of leisure time. The faculty program empha-
.. sizes investment matters more strongly than does the othef pro-
-gram. Sessions run _about two hours each and are held in the eve-
ning and during the day on campus in rooms designed specifically
s for meetings of this kind. Audio-visual aids are used, and supple-
. mental reading materials are distributed.
The program facilitators have considerable experlence in the
", design, implementation and evaluation of training progrardis and
.. . thus are skilled in the art of dealing with older people in an educa-
' " tional. context. Special efforts are made to keep the atmosphere .
informal and friendly and to get participant$ to interact easily.
Every program starts with a welcome from an officer of the Uni-
<
. versity and ends with a graduation celebratlon The resource
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authormes who make the presentatlons and participate in the dis-
"cussions come from the local coemmunity and mclude some of the
University’s faculty and officers. .

.

Program FoIIow-Up and Evaluation.

Each program participant has the opportumty to receive individual -

counselmg just.prior te retirement, Program evaluation is con-
ducted through a questionnaire distributed to participants follow-

ing ,each group session, The evaluatlons have been consmently’

. e favorable. < - . :

. PURDUE UNIVERSITY

a ! &

. Program Development and Admmtstranon .
" Purdue Universityjs experience ‘with retirement preparation assis-
tance for employees dates from 1972 when a program for the non-
academic and non-professional staffs was initiated to deal with
anticipated problems relating to the reduction of the mandatory
retirement age from 70 to 65.

i Purdue’s Administration and the Clerical and Service Staff Ad-
visory Cémmittee both were moving forces in getting a program

- underway. Responsibility for program development and implémen= .

- tation was placed with the Personnel Department and the Staff
Benefits, Payroll, and, Insurance Department. A team from these
two units designed the program. Leonard Z. Breen a Purdue
faculty member whio-died recently Awas of great help to the team.
He had ,conducted extensive research and made major contribu-

.+ tions in’ the field of retirement preparation programming. The

College and University Personnel Association supplied useful in-

formation, and the programs of a number of local employers were

studied. - v,

Considerable experlmentatlon wl?h subjact matter and the man-

_per in which it is presbnted has been done sinée the program’s

nceptlon, but always within the context of the program’s basic for-
mat of lecture and discussion. A separate but ‘similar program for
- faculty and other professichal staff was introdpced in 1975. Again,
the Administratip was a prime mover, this time along with the
Faculty and_Staff Compensation and Benefits Committee, with the

impetus coming from the success of the clerical and service staff

program. Both programs have formalized objectives and are firmly

o . 33 ; 29
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- established within the institition’s benefits system Throughout the ’
University, starting in the President’ %che ‘there 1s.a feelmg of .
strong support for this assistance. . . .o
Both the professionals’ program and the clerical, secretarial, )
maintenance, and service staffs’ program cover the same material,
with one exceptlon This excéption is Unlv;rslty benefits and insur-
A ance—partrcrpants in the different programs also are in separate -
retirement systems. The prmcrpal reason for the two-program ,
o arrangemer® is the belief that the people in the two groups have |
t  differing needs, especially with regard to financial matters. The ar-
. rangement has a drawback: considerably more time, effort, ‘and <4
expense are involved in running two programs than one. The di-
° tector of the programs indicated, howgver, that interest in partici-
Jpating has been so great during the past few years that more than
one program would have been necessary anyyay Each session 'of
both programs s conducted twice, once during the day and then
. repeated in the evening: .
Purdue University's Staf’f Benefits, Payroll and Insurance Office R
an#! the Personnel Department share the programs’ expenses: Actu-
. ally, the expenses are absorbed rather than shared because specific -
costs aré not separately identified. N rsonnel staff works ex- *
clusrvely on the program and most of the lecturers have dohated
theif services. Expenses Have been mostly for printing 4nd supplies.
Released time is written. off by the University for those who attend
. the sessions. -

1

L -
: Program Participation. ) .
_Purdue University establishéd 55 as the threshold age for an invi-
" tation to participate in the programs, but has not yet worked down - <
to it. Last year theé age 58 group was invited for the first trme%Age
_ 55 was selected because it was the target age for most of the re-
tirement preparation programs of other employers in the area
around the University, but also with the recognition that younger
employees might be too otcupied with family obllgatlons and
careers to have a serious interest in retirement planning. .

: The participation rate has been around 40 peicent, but lower
for the faculty and other professionals, possibly because therr pro-
gram has been runnlng for a shorter time than the one for the
clerical and service staffs. Spouse attendance has been low at-the
day sessians but high at the evening s€ssions in both programs, The

>~ , programs’ director daes not link the difference entrrely to spouse
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. partrcrpaf' ion but ﬁas obsefved that the evenlng sessrons tend to be
much more spirited than the day sessions. . L

N ~ . . * N
ZE .Program Components' °

Reurement preparatlon assistanée at Purdue Umversrty involves
group, ‘meetings” and 'personal counsellng Here, too, one-td-one
counsellng is an lnfor;mal procedure, but one Wthh is well-known
e & . and widdly used. © c. ~ -
' The need for and frequency of qne-to-one counseling-is deter:
mlned*by employees However, all deans and department heads
are “notified foutinely ‘about the people in their units who are, with-
o © inone year of retirement and are encouraged to urge them 6 seek -
. p egsonal counseling an retlremen’t matters. The counsellng is con-
. . ted by the,Staff )Beneﬁts, Payrell, and«nsurance Office, but is
\ not restrlcted to benefits and insurance. Frequently, the cqunselor
‘ ~will visit'potential retirees at their places of work rather than hav- -
1 ‘ lngthem come to the qﬂ‘ice Wthh reinforces the rnformalsstandlng
-z of theccounseling. ! .
. = The group‘format as.well as the content of thg five SCS§’IOI'IS
- ) comprising the, full groyp program,’ ‘resulted from the background
research on the program. The basic format is lecture followed’ by
] a question and gnswer period: In addition, supplementary reading *
w-. . material is distribpted to part|c1pants This approach was selected
. ‘because the planners antrclpated large groups, at ledst during the
»first few years, when there wpluld be a considerable backlog of
ellglble employees. Each, of the five sessions; which are held" on
campus ong week apart, runs about two hodts. e 77
A’ number of, different subjects usually are covered in a session,
. although | each.sesslon has a central theme.- The first session is an
, ~ " introductory exercise looklng at retirement in general and ‘the need
. to plan earefully for that time of life. The seeond sessjon dells with
5 "' Social Securlty/anq‘—ll;edlcare the third with University benefits
‘and insurance, the fodrth with légal and other financial af’falrs, and .
A ¢ the last with personal planmng methods The lecturers are drawn

O

\ " from the Unwersrty communlty whenever possible. They are
s . - «chosep for therr knowledge and credibility in the sub]ect area, and
also for their public s;ﬁaklng skills, - T o

. - A top admlmstraﬁon oﬂioral‘ always speaks at the first “session to
r demonstrate the” Unlversrtys suppost for the program. There is a
) systematic promotion plan for the program deans and department |
.” heads’are asked to encourage their eligible employees to-attend and ,
\)‘ ‘ e ‘. ‘H: L N . : - N e,
ERIC & «~ - . # 40 ., 37
0 R e S

L

[

IR

*




Aruitoxt provided by Eic:

sarticles 'about the progeam appear reg'ularloy in the school and em:
ployee newspapers during the enrollment period. Special efforts are
‘made, to keep ¢the c.’itmosph‘ere at the sessions open and casual

tv
.

f <
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Program Follow-Up “and Evaluation.

Purdue Umversnty does not have a follow-up procedure for its
group sessions per se, but does offer one-to-one counseling on re-
tirement matters to all potential retirees. This counseling may “pre-
cede or be in lieu of the group component. At the. end of each
group session, the participants are asked to evaluate it on a check-
list form. Evaluations have’ baan highly posmve ;




NON-PENSION BENEFITS N
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CHAPTER ¥ t

RETIRED EMPLOYEES
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The questiohnaire sent to the 2,800 colleges and universities also
"'sought information about programs the institutions had for their
retired staff members. The survey asked: Does your institution
‘presently mainthinicontact with and/or assist formq,employees now
retired? Eleven‘of the 2,210 respondents did not answer. Of the
2,199 respondents that did-answer, 929 (42.percent) reported

N Yes, 1,219 (56 percent) reported No, and the remair‘xing\Sl (2

percent) indicated that their institutions had had ne retirements
‘as yet. Table 2 offers a breakdown by control, level, and size of

" the institutioris which do help their retirees in some way. Nothing
relating to the three variables distinguishes these institutions from
those that do mot assist or keep in touch with their retirees.

" Table'2

Institutions Having Prograris Fer Retired Employees
By Control, Level And Size

a4

- *Public }Zrivate

Total . 4-Yeear 2-Year ) 4-Year 2-Year
. £, _§8 . _ 8 ., _ 8§,
: 3 f F3-Y % og §%ozof
/7] = 3 7] = [ /2] = ~l 7] = 3

929 10 93 177 21 72 57 192 221 S5 25 5

Fu—y

*

100% 1% .10% 19% 2% 8% 6% 21% 24% 6% 3% 1%

!~ *Less than 0.5 percent

) ’ > 42 33 .




- The 929 colleges and - unlverslues reporting programs- for
' *already retired employees were requested to complete a series of
questions about these benefits. The fisst questions covered the spe-
cific facilities, privileges, and benefits proyided (other than those
'whxch were made available by the institutiops.to the general pub-
llC) .Seventy-nine percent (736) of the 929 institutions provided
this data—84 percent of the public 4-yea1;group, 80 percent of the
prlvate 4dyear group, 72 percent of the. publm 2-year group, and
35 ‘percent of the private 2-year group.c Reports were madé by
checking a list of facilities, pr1v1leges, and staff benefits offered to
former employees. P
Table 3 shows the types of beneﬁts provnded by control and type
of institutions. Library privileges, usé of athletic and recreational
facilities, and tickets to athletic and cultural events were made
available by two—thlrds or more \of the schools. ‘Continuation of
group health 1nsurance coverage and cafeteria or dining room
o~ privileges were reported by a majority, although the insurance
' - sometimes was available for retirees only to age 65. Except for the
’ opportunity to take courses at spec1al rates, no other benefit was -
offered by more than 40 percent of the institutions. Data in this
table indicate differences between the 4-year and 2-year institu-
tions: proportionately moré'of the 4-year group made a particular
- item available ‘in practlcally every instance.
The institytions also were asked which employee classes were
. eligiblé far each benefit item; and whether any charges were made.

. Tables 4A and B show this information. Brea"kdowns by institu-
tional control and type are not shown because there were only
minor differences aloag thésg two variables: proportlonately fewer «

. public than private institutions "had no- charge arrangements while
2-year colleges were more likely than 4-year fo offer a particular Lo
item to the non- teachmg and non- professlonal staffs as well as to o

" faculty. .
' Percentages in Table 4A show the proportlon of institutions
. offering a benefit to retired employees in each of four work classifi-
cations. For example, of the 476 1nst1tut|ons giving information
about eligibility (and charges) for athletic events and recreational
facilities, all extend this privilege to retired faculty but only 82
percent include 'réired service workers. Percentages in Table 4B -
indicate the proportion of institutions chargmg or not charging
*  former employees for the availability and use of an item. Per-
centages total 100 percent reading across. For example, 59 per-

| ,EKTC“" , 43 - - ,'.; |
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Table 3 : . : o e ) . C
. Proportion Of Institutions Makmg Facxlmes, ‘Privileges, And Beneﬁts Available To Retired Staff . . )
R . N, ~ 4-Year 2-Year
- . . 4 Total Publlc 30 Private” = {Public Private
Athletics/ Recreational Facilities 69%’ 13 % * T% P 54% -« 59%
Cafeteria/ Dining Room © 53 49 59 T4z v, 47
* Concerts/ Dramatics/ Lectyres v 66 60 73 59° 41
Course Offerings . . 42 . 44 42 . 33 47
Library - » . . 80 : 78 87 60, 88
Discounts, At Booksto“res,b Etc. Tl 27 25 34 8 29
t Chnldren/ Spouse, Educatton ., 24 14~ 34 8- 29
Financial Loans L 3 / . , 1 2 - —_
Housing - 4 . 3 R ® —_
“Parking’ .. . . .- 35 ; 45 3‘;\ .27 18 .
Office/Laboratory Facilities . ce 20 . T30 19 .4 6
Seéretarial/ Clerical ASsistance P .8 N § 7 5 6
* University/Faculty Club Y 20- <., 357 16 3 12
Social/Professional Glubs ) 12° w17 ‘1 > 7 6
' Group Travel - I . 15 NS ] 3 6
Group Health-Insurance . . .63 77 - 57 s .54 47
Group Life Insurance 39 - - 34 24 24
Medical Counseling/Examinations g *2 = 2 3 —_— —_
Medical Treatment e - 3 2 - 4 2 —_
. ¥ Infimary/ Hospital Facilities . e .4 .5 o4t S —_
. . . ~ . . .
. Iob Placement/ Employment Counse'lmg , 5 5 5 : 6 F 6
" Financial Counseling N . 6 5 8 5 6
Legal Counséling ¢ ’ 1 1 1 e ., -
. Personal Counseling ’ 18 24 . 15 13 12
' . C e n=736 “ n=236 - n=375 " n=108 - =17
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Table 4A L
. g Proportion Of Institutions Making A Beneﬁt Item Available To Retired.Staff In Different Work Classnﬁc‘atxons

, « Retired ‘ . Retired Retired
b Administrators- Clerical-  « Service- \k
Retired And Other : Secretarial Maintenance
‘ . Faculty  Professionals Personnel Personnel
- Athletics/ Recreational Facilities n=476 100% 95% - . " 83% L 82"(0 ’ *
Cafeteria/Dining Room &~ n=362 100 .97 .o 88 ‘>
Concerts/Dramatics/Lectures ‘- n=451 " 100 96 - 83 82
Course Offerings B n=285 100 95 C . - 84 - 83
Library ) . . n=537 100 95 ~ . 8 81
Discounts, At Bookstoreg, Etc. , n=180 100 .92 0 e 73 73
Children/Spouse Education © . n=165 100 * 94 74 7
"*  Financial Loans \ , n=20 100 - . ..100 91 .. 87 .
Housing - n=27 100 79 - 43 , "39
Parking ., - ~. . . .n=238 100 . 93 7 . - T 16
+~ Officé/ Laboratory. Facilities ‘n=125 - 97 37 .7 o1
Secretarial/ Clerical Assistance " n=46., 91 - 49 ‘ 9 9
, University/Faculty Club * * n=133 -100., 80 27 - ) 22
" Social/ Professional Clubs ~ ~ n=80 ° 98 90 48 44 ¢
Group Travel S 4 R=77 100 .- 90 . 78 7
Group Health Insurance n=405 100 96 . 89 . 87
Group® Life Insurance’ n=252 98 96 ° & ./89 . 88
" Medical Counseling/Examinations n=15 100 - 88 : 50 5@
Medical Treatment v n=15 1000 95 65 65
« Infirmary/ Hospital Facilities n=24 100 92 . 84 84
. Job Placement/Employment ICounseling n=32 94 ° 86 e 75 69
Financial Counseling \ n=39 100 98 [ 86 : ° 89
Legal Counseling . n=6 100 100 * 115 T 83 . - 83

Q" rsonat Counseling n=119 100 9% . 91 S\

bl
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s Charge That Is |  Same AsOr
. N ' ' No Less Than For More Than For
s ) Total * Charge Present Staff Present Staff -
. . Athletics/Recreational Facilities nz476  100% 59 1 40 &
Cafeteria/ Dining Room . * n=362 100% . 6 1 - 93
Concerts/ Dramatics/ Lectures “n=45" 100% 39 2" 59
Course Offerings - n=2385 .100% 47 5 48
Library ~ n=537 100% 82 =, - 18
s 5 [
stcounts At Bookstores, Etc. n=180 100% 9 ) 89
* Children/Spouse Education ! ‘n=165 100% 37 1 62
. Financial Loans n=20 }00% 5 —_ * 95
Housing ’ n=27 » 100% — . 7 93
Parking ) n=238 100% 68 3 ' 29 j
Office/Laboratory Facilitiés n=125 100% 88 1 11 .
Secretarial/Clerical Assistance n=46 100% 85 2 13
Usgiversity/Faculty Club » - n=133 .100% 24 16 60
Social/Professional Clubs . ‘n=80  100% 29 L1 " 70
Group Travel ’ ' n=77 100% 3 5 - 92
Group Health Insurance - n=405 100% 23 . - 14 L 63 -
Group Life Insurgnce | _ n=252  100% 36 ‘10 .- ?
* Medical-Counseling/ Examinations . « n=15  100% 47 —_
Medical Treatment ™ - h n=1§ 100% 33 — 67 . .
Anfirmary/Hospital Facilities | - n=24 100% 17 —_ - 83 -
" Job Placement/ Employmen('ounsehng n=32 - 100% - 88 7 < ., 12
;  Financial Counselin ( ‘n=39  100% .85 T — 15 ’
= Legal Counseling " n=6  100% 100 — -
Q ersonal Counseling n=119 g4 1 . 15

k3

Table 4B '\ .

Cost To Retired Staff Of The Benefit Item Made Avanlable '

-
[

4 i 7,

~ - (A
‘

v

Charge That Is

100% -




cent of the 476 institutions giving information about charges {and
eligibility) for athletic events and recreational facilities did not
charge and 41 percent did. C .
Finally, the institutions were asked if they confer emeritus status
on retired faeulty and, if so, whether any of the jtems were pro-

. vided onjl;/L for faculty emeriti or if faculty emeriti received any
-other special considerations. A total of 587 institutions indicated

that they confer emeritus*status, and 127 of them offered retired
faculty emeriti benefits or privileges not available to non-emeritus
retired faculty. In most cases, the additional privilege was the use

. of anoffice or laboratory as well+as the provision of secretarial or

technical assistange and/or- special parking privileges. A few insti-

tutions reported items not on the survey list, such as having one’s \

picture displayed in a pladdaf befior. - . ..
A second set of questions asked whether the colleges maintained

[N . . ™ .
g:arect contact with former employees and, if so, how this was done.

veventy-two percent (663) of the 929 potential responding institu-
tions reported that they kept in touch with retirees, 7 percent (68)

that they did not, and 21 peréent (198) failed to answer'the ques- .

tion. Very little difference by control or type of institutions was
noticed. L e T

The Tnstitutions indicated their mcthods of staying in contact
with former employees by use of ‘a checklist. Table 3 displays the
data reported by 658 institutions. Entries are arrayed from most

frequent to least frequent. The most popular means of maintaining *

contact was through the mailing.of school or other publications,,
closely followed by contact in connection with pensions and other
benefits and by invitation to return for schoel events."The remain-
ing seven methods were employed in much fewer instances. Some
vagiations by “control and type of institution can be seen. For ex-
ampte, privdte institutions were more likely than public to: mail
materials to retirees, inqluding greeting cards; invite former em-
ployees back for dchool/events; and, have ‘school representatives
write, call, or visit retirdes from time to_time, R

* Finally, the institutions were asked if contact with retirees was
on a formal or informal basis 4nd which offiée or department was
respopsible for this activity. Six-hundred-fifty answered the first

© part of this question and 628 résponded to the second part, Three-

quarters (487) of the institutions reported that the coftact was on
an informal or semi-formal basis; just 130 reported formalized
procedures. One reason for the lack of formality is that two-thirds

. .
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Table 5 . : - : , ’ . L oo

Proportion Of Institutions Maintainjng Contact With Retired Staff -

S —:a".':” . : . . . : M
. L/'\ ; ¢ 4-Year ) 2-Year
. . B ’

. ‘ Totat Public Private Public Private *’
Mailing of School or Other Publications ) 74% 64% 81% v 67% 80%
' In Connect}on' W‘ith l?ensions and Other’ Benefits ) L 67 ) ) 74 68 48- 50
Invitatiort to School Events, Such as Commence;nent o 62 45 : 72 64 - 65 o
o Holding Special Events for I‘{e;irees, Such~as Dﬁhers 30 28 30 - 30 . " 30
Open Invitatiqn to_ Return and “Talk pver Things - " 23 ' 30 ) - 20 - - 19 - ‘ 20
Rfm!ine Updating of Personnel iecords N ’ : ;19 > 17 - 21 . 17 15
Sending Greeting Cards on Birthdays, Holidays, Etc. 14 ' 6 - 19 10, 35 -
Having a S.chool Rbpr}asen;ative Write, Call, or Visit 11 H . 6 16 ' . 6 20
- gponsoring a Retirees’ Club ) i 10 3 6 . —_—
- Following Up on a Retirement Preparation‘Program 2 ) 3 1 ~ "2 -

C ( n=658  n=208  n=342  n=88 n=20 \/ ’




of the schools maintaired contact through fore than one unit. In
- almost every case where one office coordmated all contact the
* procedure was formal. Usually, this unit was the Personnel Depart-
ment; occasionally it would be the Business Office or the Public

.. Relations Department .0 . . '
¢ - ’ <o
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CHAPTER VI| — -
' RETIREMENT PREPARATION"
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IN PERSPECTIVE.
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The population of the United States i is growmg steadlly older. To-
day, the medlan age is 29%0; seven years ago it was 27.9. Projec-
tions havé tbe%nednan age rising to 34. 8 by the year 2000 and to’

e

37.8 by 2030. The birth rate and the fertility rate have been in -

steady decline for a number of years, while people in general are
more healthy and long-lived. Life e):):?ancy at birth .has risen

. from about 68 years.in 1950 to abdut [72 years today, 76.5 for

women and 68.7 for men. Almost- 23 illion people are age 65
‘gr‘older, and the figure is increaing at a rate of more than 1,000
_*per day. In 1977, about two million people will-turn 65. By the
year 2000, the population age 65 or 6ldgr is expected to be about -
30 million; as a proportion of the total population, this’ ‘older group
. will appr% matg¢ 12 percent,’ a significant increase over the 1970
propertlon of 9.8%. ? the year 203(’) th€ number of people age
* 65, or-older is expecte to exceed 5Q° million and ‘comprise about
* 17 pex‘cent‘pf the t6tal population, Thé’ sharp rate of growth in the -
%lder oplﬂatlon has (Oand will) place increasing strains and de-

mands' society’s resources_ and § support systeins. .

Those Who aréin the older U. S. pulatlon groups (recognizing _

" that “o}d"er».ls a spmewhat’ sub]ec ve arid arbltraxy des1gnat10n)
‘have experlence and have survived' some “turbulent times: .two
world-wide wars “and two smaller-scale conﬂlcts “the. Great De-
pression and several recessuﬁs, and the emetgence and spread-of *
a hlghll}techmcal L”pecnahZed Orgamzed and urbanized sbciéty.

* Change hag filled their existente. Yet ‘after being called on to
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demonstrate adaptability, independence, and productnvnty all, their

« lives, older people frequently are forced into passive, non- produc- .
tive roles. once they cease working. That is. not to 0,53y the alder

, Ppopulation is a homogeneous group. They are as diverse and differ-
entiated as apy other age_ group. However, at rettrement (either
mandatory or voluntary) a person’s options in many areas.of life ,
can be reduced dramatically and become progressively fewer with
the passage of time. Without adequate preparation for this.situa-
tion and without foreknowledge of likely retirement circumstances,

individuals can find retired life to be a dxstqrbmg and, possnbly, -

unpleasant experience.

A _realistic and comprehensive retlrement preparatlon program
cdn facilitate the transition from worker to retiree by. giving p
spective retirees and their families useful informatioh, helping thlﬁn

C«motlonal readiness, and stimulating them to make '
and carry out worthwhile plans., . * o

©

©

B

WORK AND RETIREMENT .
Werk is one of the m st ‘'significant human activities. élt gives peo- ’
ple the opportunity to be productive-and creative, brings personal
and financial rewards, and provides a network of social contacts.
Work €quates with independence, accomplishment, prestige, and a
defined position in society. Moreover, it organizes life and provides
a tighit framework for daily ex1stence Suspension or termination of -

&

work can seriously disrupt one’s llfe and eliminate a principal .

source of status and satisfaction i
_ In contemporary sogiety, one who Kves the avex:age Iife span can
expect sometime to retire, be retired, or be.affected by retirement.
Retirement has become an jnstitutionalized aspect of society, al-
. most. a commonplace event, but this was not always so. In mdny
respects, retirement is a phenomenon unique to the twentieth
_ century. Prior to this century, most workers continued working
" until they died or were no longer physically able, but the interplay
of several factors brought about what J. Roger O’Meara, formerly
of The Conference Board, has termed the “retirement revolution.”
These factors were:.government pY'?)grams,;?cial Security in par-
. ticular; actions by business organizations afid unions resulting in
shorter work careers and greater economic security; medical ad-
vances and increased longevnty, ‘and technologlcal and social ad-
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way of life.

“
- * ) .

vances which brought about drastlc changes in work and leisure

Retirement may be viewed as a breaking point with the past— *
with former life styles, activitics,- friends, and *colleagdes-—rather
than as a normal part of the continuun of life, but this view would™*
be mistaken. Retfrement is nowr an accepted fact of life as well as a

GROWING INTEREST IN RETIREMENT PREPARATION

-~

a perlod that mlght span two decades or more.

A | o oL .

Careful plannmg for major life events is-not uncommon through-

. * + out most of life, but planning is frequently overlooked when it
~”  <omes to retxren@stf People neglect to plan “for retirement for a
variety of reasons. Some are highly personal, such-as an unwnllmg-

ness to leave work dr a lack of planning’skills. Others are less per-
sonal and relate directly or indirectly to the absence in our society
of institutionalized systems for retirement preparation assistance.,
Individuals are directed and influenced by society's mstltutlons
throughout the first three -quarters of life—through school and the
work years—and then it appears that they must enter and pass
through the last quarter with considerably Jess institutional direc-
“ tion or support, Spcial Security, pensiorf, arid special programs for
older people notwithstanding. While this statement may well be
hyperbole, the director of a national retirement orgamzatlon re-
cently observed that people commonly devote mor® time and effort
to planning a two-week vacation than to preparing for,] retlred life,

There is “evidence that iniesgst' in retirement preparation has
. been ‘growing on ‘both the individual and .institutional levels in
” ‘récent years. The* number of orgamzatlons providing retirement
: planning assistance has increased, as has the number of people
. seekmg this assistance and the number of people enrolling in as-
sociations of retirees, such as the National Retired Teachers
Association, the American Association of Retired Persons and the
National Council of Senior Citizens, Also, coverage of retirement
questions has expanded considerably in both technical and general
readership publications, television, and other media. This intetest
is likely fo grow because the four factors that were primayily re-
sponsible® for sparking it are likely to become more mtensnﬁed in
the future. These factors are: 1) an expanding retifemen® ethic;

s
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2) the changing circumstances of older pedple; 3) increases in the
number of senior workers and the proportion of older people in

the total population; and 4) heightened concern among employers

for the welfare of employees. v

1. The Expandmg Retirement Ethic.

Amencan»somety was greatly influenced by the work ethlc durmg
its first-300 years. This ethic isestill a vital force, but in the last
50 or so years, as the six- day and then the five-and:one-half;day

.work week, disappeared a new ethic featdring leisure has emerged

and exerted an increasing impact on socnetys institutions and in-
d|v1duals value systems. Retirement as a social, invention is one
phenomenon of the leisure ethic, and has made a major impact on
society ip its own right. Social Security, Medicare, retirement com-
munities, retirement organizations, and early or phased retirement
practices are just a féw examples of recent innovations thattmark
the growing mﬂuence of retirement as a social phenomenon.

People have not only been reorlentmg their value$ with respect'

to work,-leisure, and retirement in recent years. They also have
been’goming to recognize retirement as a commonplace event and
retirgd life as a distifict phase in the life cycle. Moreover, there has
been growing realization that individuals should prepare for the
experiences and responsibilities of retirement just as they would for
any other stage in life. Fortunately, the myth that older people are
rigid in behavior and attitudes’ has been debunked; considerable
evidence exjsts to prose. that people do not necessanly lose their
ability (or pass1on) for learning new' ideas and ways of doing ,
things as-they,grow old. . )

2. TheC hangmg Czrcumstances of Older People. '
The status of older people in society has generally lmproved over

the last thirty years. Robert N. Butler, Director of "the National N
Institute on Aging, has written that ‘the present and upcoming .
generations of older people are and will be more numerpus, better .

educated, better circumstanced, more politically aware, and more
demandmg of their rights than any past generation. One strongly
expressed démand of older Jpeople has been their bid for stronger
support systems for people such as themselves who are outside the
economic mainstream, including better assistance, in preparmg for
retirement. Many factors have contributed to.the changed circum-
stances of the older populatlon Some of the more s1gn1ﬂcant are

" 54 o
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-« longer life expectancnes 1mpr6ved standards, of llvmg, the wamng
of the extended family system, growth of socnal support programs,
and greater acceptance of alternate life styles. o

~ More people are Ilvmg longer on the’ average than.ever before.
Statlstlcs teported, by the Bureau of the Census show the hormal

life expectancy at 65 to be about 18 years for a woman and 14 °

years for a man: In addition, longevity shoul continue to improve
as a fesult of medicdl advances, better hcalth and hospital care,
"and higher standards of hvmg , ..
.General economic® progress,’ as well as Somal Security and pen-
_ sion plans, has enabled older people to live more comfortably and
indepéndently than in the past. This js not to say that.they are
better off Jelative to the rest of the population older people are, in
fact, considerably poorer: (an overall income level about half that
of all other adults)- "As a greup, however, thejr aggregate wealth
and ecenomic impact are substantial. Localized impacts can be
great. For'example, the Sun City, retirement community in Arizona
is estlmated to contribute z}Pout $330 million annually to the state’s
economy, and its residents hold over 10 percent of all the state’s
savings accounts. - -
When the country’s economy changed from basically rural-
¢entered and agricultural $@ urban-centered and industrial, changes
in the patterns of family living arrangements followed. A family
system in which three or more generations live together in the same
house or in close proximity became less and less common Today,
_adults of different generations frequenly live considerable dlstances
appartin order to supply a dynamic economy with a mobile 1abor
fdrce. The popNation at all ages has become less weliant on the

family and more dépendent on other (non famlly) systems' and

themselves. An increasi® array of opportuhjties or ‘options for
obtaining assistance became available to older people, including
Social Security and Medicare, pension plans retirement organiza-
tions, retlrement com'mumtlesu Hore will probably bQ;; forth-
COTRINg.. 4 "y
Society’s norms have changed with respect to life styles of older
people. No longer is the “grandparerit” role thought to be typical.
Older people are incréasingly seen and portrayed as active, in-
volved, and creative individuals, due in part to the growing. ac-
ceptance.of leisure ag a worthwhile pursuit £6r peoples of all ages—a
" challenge rather than an escape. Life styles ar¢ not 3s @rescnbed
for older peopl®, as they once wére. Retirees have as many, 1f not
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dimensional employer-employee relationship. In the wake of the
change, managers have cSme to’realize that workers do, not neces-
sarily find work intrinsically rewarding hor do they derive full -
satisfaction and motivation from remuneration alone. As a conse-
quence, employers have turned increasingly to the social and per-
“sonal dimensions of motivation and have Become more sensitive
and responsive to workers’ needs, including those that have conse-
quence after an employee leaves work. It is now commonly recog-
nized that a retiring employee, even one with a substantial penslon
"needs more than a farewell dinner, a gold watch, and a pat on the
back as he or she heads into retirement. This broadened employer '
interest can be traced to several factors.
] _Labor unions have been a major influence, of course. As labor
unions grew in membership and power, they brought a new balance
to the employer,’employce relationship and exerted pressures to
improve working conditions. The federal and state governments
also have acted to limit the- employer s role in controllmg the work
environment. .

Impetus for ¢hange came from within management as well as
from outside. Developments in ma.nagement thedry dufing the last
thirty or forty years have emphasized the importance of social and
personal factors on employee productivity, morale, and loyalty.
Gradually these theories were integrated wrth established theories
and practices, and managers (and potential managers) learned that
the “economic man’ theory of motivation no longer could solely
explain employee motivation. Organizations began to pay attention
to ndrieconomic motivators and to redefine the objectives and ex-
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pand the scope of their benefits progrdms.
{ Another factor has been the dissipation of the American tradi-

tions of independence and self-reliance. The reality and complexr-
es of modern socrety have eroded the philosophy that mdrvrdﬂals
are entlrely responsible for their own destiny. It is widely recog-
nized ’that some people cannot cope alone with the demands of
.everyday life, and vatious supporl systems haye developed to help
them function in society. Given this milieu, increasing employer
involvement in aiding employces with a variety of persorinel and,
benefit programs i$ not surprising. .

-

.
. .

] k)
» .

gy he four factors just discussed are ma]or reasons why interest in -
older “people, retirement, and retirement preparatron has been in-
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creasing at a noteworthy rate during the last few decades, The
literature dealing with retirement preparation, while by fo means
extensive or exhaustive, has been growing at a rapid pace also; the
subject has been receiving coverage in both scientific and popular

. . publications. A number of the reports and articles address the defi-
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Aruitoxt provided by Eic:

nition of an employer’s role an'd:fesponsibility in helping employees
get ready for retirement, ”
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CHAPTER VIi: . .

'DOES THE EMPLOYER ' ra———
HAVE A RESPONSIBILITY - |
FOR RETIREMENT .- . e

PREPARATION ASSISTANCE?‘ :

- ®

Individuals bear the ultimate responsibility to plan and prepare
for their own retirements" and no employer should be expec'ted to
catry out this work for an employee. However, an employer can
help an, employee get ready for retirement by offering encourage-
ment and guidance in designing and following through on_ an
organized approach to retirement prepatation. Gerontologists. are

"in agreement that realistic preparation for retirement can reduce
, anxieties and correct misconceptions that people have.with regard
to retirement as well as facilitate the transition from worker to
retiree with a minimum of friction and disruption.

- The' literature on retirement preparation programming offets
differences of opinion as to whether employers should be providing
this assistance. Opponents of employer involvement cite a number
of other institutions that are better suited than business organiza-
tions to deal with retirement issues and problems, many of which
are outside-tfe work context. Schools and government agencies are
frequently mentioned ‘as more appropriate nstruments.: The madjor «
argument against. employer-sponsored programs, however, holds
that retirement preparatron is such a highly personal matter that
the individual must have ultimate responsibility for it. This view
holds that an employers respon31bllrty to retired employees ends
with the pension; all other retirement matters must be handled by
individuals actmg in their own self-interests

Experiencé to date mdrcates that employers in general have

‘ 5o
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adopted a position of minimizing involvement in assisting em-

ployees with retirement preparation.s A number of reasons-under-

lic this action or, perhaps, lack of “action. Such practical ton- .
" siderations as cost, absence of* quahﬁcd staff, lack of expertise,

and relatively few retirements have played a role. So too has the

clement of benign neglect: retirement preparation has never been

a major social concern, so employers have not had a compelling

reason to take an interest in developing programs nor have they

been pushed to do so by warkers or unions. -

Proponents of active employer involvement in retirement prepa- 3
ration assistance basc their arguments mainly on the difficultics and
. failures individuals have had in taking the initiative to plan for
retirément. Many people drift into retirement unaware of the.
drastic adjustments in routine and life style that usually will
occur. Others deliberately defer planning for retirement because
) they dislike or fear the idea of retiring with its connqtations of old
- age, «iminighed capabllmcs reduced social " status, etc. Since N
individuals are often unwnllmg or unable to start planning for
retircment, cemployer aqmtancc is both useful and necessary.
Another line of reasoning followed by this side holds that rctlrc-
ment affects many partics, besides the rétirce—spouse, family,
friends, neighbors, and the employer are touched in varying ways
P and degrees—so the worker should not have to bear total re-*
sponsibility for retirement preparation. In a similar vein, the
employer has an cconomic interest to protect; a major goal of the
staff benefits program of most organizations is to get employees to
retirement in good health and with the promise of financial
_secyrity for the years ahcad. An cmployer, therefore, should do
cvcrythmg poszlc to minimize the risk of having thls mvestmcnt
diluted.

The Mercer Bulletin of April 1976 titled “Preparing for Rctlrc-
ment”.addresses the question of employer responsibility for helping
cmployees prepare for retirement and summarizes the arguments
on botnh sides. From this discussion and from' other sources, &
number of specific_arguments emerge regarding direct and active
employer involvement, arguments for and against. :

v

For: . ' ' '

1. Many employers set and.cndorse ‘a mandatory retirement age,
theroby removing sqme of the employee’s choices and freedom.
For individuals who.do not want to ccase working, compulsory
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retirement cah be traumatic and disruptive. Research findings
have shown that people forced into retirement usually are less
prepared for it and are often more dissatisfied with their®lives

after leaving work. Since employers create a situation for potential |

problems for employees, they should accept some responsibility in

itigating or avoiding its harmful effects. Legislation to raise or
drop mandatory retirement ages could alter this argurfent, of
course, but might result in heightened interest by employers and
employees alike in establishing counseling programs which help
individuals to understand the retirement options they have inTife.

2. Employers increasingly have been supporting, if not en-

couraging, a trend towards carly retirement, principally because
1t creates opportunities for _younger workers. Tkis has created ”
" situatiohs in which older employees must make a decision on the
option to retire early, but in many instances are not adequately
prepared to make a‘sound decision. Retirement preparation pro-
grams can help them to decide ratlonally about their avallable
options.,
* 3. Eployers acknowledge a financial responsibility to their
retired employees by providing them with pensions—A question
arises as to whether the responsibility to retirges begins and ends
with fnancnal assistance. A réfirement preparation program is a
concrete way for employers to enhance their financial investment
in employees, s ‘well as to demonstrate concern for their quality
of life.

4. An organization’s former workers have a definite impact on
its ‘corporate image. The physical, emotional, and financial con-
dition of a company’s retirees reflect not only the quallty ok its
benefits program but also its level of concern for the general
well-being of employees whether they are active or retired. An
employee benefit program that includes assistan®g in retirement
planning can serve to minimize situations in which poorly circum-
stanced, unhappy retirces could damage an organization’s image.

5. Retiremént preparation programs can be of direct benefit
to employers in other,ways besides an enhanced corporate image.
If a program improves thé¢ morale of older employees, they inay
become more tontented and productive. Younger workers carf be
positively influenced as well, since most will' réalize that the
treatment of older collgagues is the .treatment they can expect
some day themselves. (I?'
improved by a program.
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6. ‘Certain’humanistic considerations apply. Practically every-
one will benefit from life planning assistance no matter what age
they might be. Yet, training and counseling programs seem, almost
universally to be for the benefit of younger workers, and older

_ + employees have limited or no opportunities in these programs. A

retirement preparation program may balance this situation somie-
whatand perform a sotial good at the same time.

. T A retirenient: preparation program can be an effective in-
* strument for commumcatmg‘mformatlon about pension and other,
benefits to employees, a factor especially important,to employers
affected by the Employee Retirement Income Security Act.

Agamst ‘ .
On the other side, 'specific arguments may be gted to support the
view that employers ‘should not assume an active role in helpmg
employees prepare for retirement.’ i ’

1. Retirement preparation is a highly personal matter and
employers have no business getting involved in the personal affairs .
of employees. X .
* 2. Retirement is more an extension of one’s leisuré activities
than of one’s work. Employers have no responsibility for the
concerns of employees which are outside the work context.

3. Employers take on risks when advising employees in pon-
work-related areas. Should somethiag go wrong becayse of. plans
made as a result of participation in retirement preparation pro-
gram, employers may be blamed even though they had no direct
involvement in the actual planning process.

4 Ethployers should not initiaté the involvement of individuals

gin unpleasant matters and, since many people dread retirement

employers may seriously disturb employees by inviting them to
participate in a retirement preparation program.
5. Some employers do not have the financial or personnel re-
sources to develop and administer a worthwhile retirement prepa-
, ration program. In such cases it is probably better that no program
be offered rather than run one which may be weak and incapable
of fulfilling employees’ (expectatlons .
+ 6. Retirement p:{eparatlon prograrms «are costly and time- coA
suming, and there is not much hard objective evidence to prove
" that_they have a positive effect on employee mordle, job per-
formance, retention, and attitude toward the employer )
7. Retirement preparation programs could create resentment
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rather than appreciation among employees should their purpbse
be misconstrued as paternalistic or, worse, subtle pressure to retire.

At present, few organizations provide any retirement preparation
assistance for their employees and fewer still sponsor programs
‘that could be considered comprehensive. However, employer in-
terest in helping employees prepare for retirement is growing
according to two recent surveys, one by The Conference’ Board in
1974 and the other by the University of Michigan-Wayne State
University Institute of Labor and Industrial Relation§ in 1975.!
The growing interest is attributable to a variety of factors, some
of which were discussed in the previous section of the report—:
increased numbers of older workers (and retirees), an éxpanding
retirement ethic, heightened employer involvement in employees’
personal affairs, and the changing circumstances of older people.
Some related factors are increased corporate acceptance of con-
cepts of social -responsibility, a trend toward early retirement and
the use of other human re&urce options, and the increasing
influence of associations of retired persons and other organizations
representing older people. Nevertheless, managers and personnel
specialists in general are neither well-informed about retirement
preparation programming, nor fully.aware of the posmve effect
these programs can have. -

Employers that have decided to offer retirement preparation
assistance to employees have had to decide how far the program
should go. Certainly an employer's role should ndt stretch to the
point of telling employees what to do or how to do it. The most
that should, be expected of employer involvement Ts help in gaining
awareness of likely retirement circumstances and assistance in
setting realistic goals. Thes more comprehensive the coverage of
ess’:ntial aspects of retirement living the better the program will be.

{

— -

10’Meara, J. Rog,er, Retirement: Reward or Rejection?, The Conference
Board, Inc., New York 1977. .

Prentis, Richard S., Nulional Survey of Fortune's 500 Pre-Retirement Plans
and Poli¢ies, Institute of Labor and Industrial Relations, l}niversity of
Michigan-Wayne State University, Ann Arbor and Detroit 1975.  °
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CHAPTER VIl :
APPROACHES TO . ‘
PROVIDING RETIREMENT
PREPARATION ASSISTANCE .

<
.
~

Most, 1f not all, retirement preparatlon programs have as an overall
goal one, two, or all three of the following objectives: 1)\mstruct
participants about likely retirement experiences and circumstances;

2) improve participants’ attitudgs toward aging and retirement; -

, 3) motivate participants to’ make -and carry out retirement-
re ated plans. These programs are a form of antlcnpatory socializa-_
uon with the primary purpose of seefhg that people are not caught
unaware and unprepared for retired lifé. They are designed to help
individuals and couples understand the aging process, become

" aware of problems that might occur after leaving the work role,

learn where .and to whom to go for direction in dealing with these
problems,\qnd develop skills for settmg realistic, goals.

Retiremeny preparation pgograms -are offered in a variety of .

different forms, but ﬂvwlstlnct approaches can_be identified: 1)
one-to-one counselmg, 2) “media utilization; 3) lecture (usually
including a question and answer 'session); 4) small group - dis-
cussion; and, 5) combined lécture and group discussion. Quite ;i
few programs use more than one of these five approaches.

1. One-to-one counseling. \

.

“

-4

’

Individual counseling is the most common approach to employer- .- .

~ sponsored retirement plannmg assistance, partly because it is a

relatively simple and expedient method but also because it is the
tradjtional procedure. organization$ have adopted to deal 'with
personal matters involving employees. Many organizations are

68
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' still anaware or unmterested in other maege reCently developed
2 approaches.
) Typically, one-to-one gounseling @rograms run as follows At a
time fairly close to the date of retirement an employee, and oc-
. casionally the employee’s spouse, w111 be invited to meet with a .
representative of the organization to discuss beneﬁts insurance,
and sometimes other subjects pettamu& to retlrement matters.
Some organizations extend the possible range of topics quite
broadly but, as this and other research has found, most restrict--
discussion and assistance to financial maters ?Bd ‘basic health
insurance data. Only a small proportion of programs go beyond
these two topics to cover,such areas as legal affairs, leisure time
. activities, role and life-style adjustments, living arrangements, and
" preparation for death, and very few include all-of these subjects.
The tendency in this counseling is to avoid potentially risky areas
such as investments, life-style adjustments, and living arrangements -
to prevent the employer from being_ held accountable for bad
advice or being charged with intruding intp the personal lives of
% eniployees.
Just as the scope of one-to-one counseling programs varies, so
too does the depth and quality. The coynseling can range from a
‘single, brief meeting very near the expected date of retirement to
a series of intensive interviews with ifferent counselors, each an
expert in a specialized area, beginnifg som years prior to retire-
_ ment a:i‘;l;:n}g' to the time the worker leaves, The knowledge,
. " experti d“communicative skills of the counselor(s) will affect
the quality of assistance given. Most orgafizalions use in-house  °
. personnel to conduct counseling sessions but, unfortunately, while
many have trained counselors few .have people qualified in areas
Aelating to retirement. Moreover, only a handful of organizations
are willing to contract outside specialists for this work because.
of the time, costs, and risks involved. ’ 9
_ One-to-one couns‘elmg has three mdjor advantages. First, the
 assistance is personallzed and the counselor and employee can
, 4 discuss spec1ﬁc examples and circumstances. Second, the approdch
affords privacy, and any sensitive matters that are brought up can
- be discussed openly. Finally, the method is convenient, although
possibly expensive, for the employer because it can easily bé
) integrated with other counseling or training functions. The princi-
~ .pal disadvantage of.this approach is inconsistency in scope, depth,.
and quality due to Iack of consensus regarding the topics that

.
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should be covered and unevenness in the skills and training of
counselors. ' : ‘
2. Media utilization. ) -
\  This approach may be considered a variation of one-to-one coun-
seling with videotape cassettes, manudls, or the like substituting
for the counselor. The major difference is that communication is
one-way and information cannot be’p@rsonalized. A certain degree

] - of impersonalization might be preferred if it reduced employee

distress or resentment about being singled out for retirement
assistance. Usually, however, lack of personalized attention sug-

"+ Bests an approach that is abstract and, pérhaps, too general for.
T individual cases. Anothér drawback of reliance on, media instru-
. ments is the absence of control over whether or not the individual
views, listens to, or reads the material. No program can be helpful
if the information is not received, and media utilization is a highly
uncertain method of transmitting data. Moreover, it is a passive
approath with little active involvement required of the individual.
Although perhaps not adéquate by itself, media utilization can
be very ‘effective when used to supplement another approach.

) Video-tapes and printed material are good ways of introducing a

. subject ‘or to follow .up. on something. They are strong sensitizers

| and potent reinforcers. In 'addition, media provide a ready access
into the home, permitting information sharing with family mem-
bers, which should be 4 normal part of the tetirement preparation
process anyway. .

‘ The form(s) of media u$ed as well as the particular item(s)
will . vary among programs. There are a number of excellent
publications of both a technical and popular nature, and same high

'« quality slide, videotape and audio tape presentations have been
prepared. Few individuals, can view a retirement_preparation pro-
ductien at home given the current state of technoldgy and cost of

“video-play systems, but television occasionally carries a show on

the subject. A ten-program series titled:Rea(Iy or Not, produced

— by the Manpower Education Institute in New York City, has been
shown on a number of public broadcast networks, and the saméf
material is available in videotape and vided gassettes. Many
employers do have video-play equipment for in-house training and
. study. X B .

[N . S .
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. Group approachies. Theaother three approaches involve people
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preparing for retirement in a group‘*gettmg rather than in -one- to- .
one counseling sessions or alone. A group approach has certain.
advantagés over the other two methods. The most significant, at '
least to the employer, is economy of scale. An organization will
“find if much easier and"cheaper to deal with 25, 30, or,more people
simpltaneously than to work with them individually Other advan-
tages include the support and comfort group members derive from
‘ﬁndmg and interacting with others in the same situation with simi-
lar concerns, the sense of program formalization and organization .
that the group process engenders, and the effects of group dynamics
on learning situations, i.e., hrgher levels of verbalization, diafogue,
and retention. ‘ )

Group-based programs can have, disadvantages as well., Over
generalization and lack of personalrzatron are ¢ nstant dangers
pagticularly when the group is large. The group en\zronment'makes .
it easier for people not to express their concerns or vrewpomts~
either because they prefer the anonymity of the group, or because
they do not get or take the oppertunity. These disadvantages can
be mitigated if the group approach is integrated with one-to-one °

" counseling. In addition, group programs sometimes have a problem .
with focus and direction. Usually, it is helpful to know certain facts
about the composmon of a group before starting the session(s),

e.g., age, séx, marital status, salary levels, job classrﬁ*ﬁtrons, out-
side interests, etd., which enables thesprogram director to set an
appropriate tone and level of sophistication. Some organizations do
collect this data, but veryfew go beyond that point to obtain in-.
formation about participants’ attitudes with regard to retirement or
about what they-need or want to learn. As a conseque_r],ce the con- *
tent and objectives of some group programs may not, match ?he
needs and objectives of themembers.. - ’

Many experts in the field of retiremént preparation program-
ming consider the group approach to be the most effective one.
Besrdes being economical.and efficient, a group program offers a
setting with acertain degree of preferred anonymify as well as
emotional support that are missing m one-fd-one couriseling. More-
over, group programs often are better orgamzed and more system-_
atic, and they frequently cover a broader range of topics, although.
perhaps not in greater depth or more-experily. In addition, they
lend-themselves to“the use of outside Specrahsts who brmg skill ~ °

and professionalism with them. N ~
. o ‘ -
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s 3. Lecture with question and answer p#riods. ~
This approach involves a formal pr'eséntation by an expert in the

subject(s) under comsideration after which the audience is invited.

-

to ask questions in hopes that this will stimulate additional interest
in the material. While being best suited for large groups of 50d&or
‘ more, the lecture approach is often used with smaller groups

S 4. Small group (Ilscusswn ce o .
A less formal approach than the lecture method, small group dis:
® cussions, usually mvolv\r,ng between 15 30 people, oblige partlcl-
pants to take an—actlve role m the program Ideally, this mvolve-
ment will reduce if not eliminate any feelings of isolation or
disinterest that participants might have. The discussion process,
fostermg open exchanges and broad interaction among participants,

. usually generates increased interest in topics and a sense of comfort

_~, from discovering that others have similar concerns and problems.
,/ Mast group discussion éessions are run by a leaderfrom outside
the group, usually a fellow employee of the sponsoring organiza-

. tion but sometlmes a paid consultant specializing in this work. The

leader need not be an expert in the topic(s) under discussion but

. must be skilled in group dynamics and direction of group.activities.
For technical input and/or support, outside experts can be ré>

4
", eruited to join the group, but as othgr participants not as lecturers
" or discussion leaders. < : '

5. Combination of lecture tyﬂl discussion.
In this approach, discussion of a topic by the group is preceded by
. a formal presentation and, in some instances, a question-and-an-
swer period. (Some programs substitute a film preseptation for a
lc‘c,t\ure by an*expert.) The lecturer will eithpr'stay. on to participate

rd

) . in the discussion and elaborate on the presentation, in which case |

the disCussion is less “democratic,” or the group will carry on a
discussion without the decturer but under the guldance of adiscus-

sion leader. . I
A number of. varlables influence the orgamzatlons decision as
to the.particular approach it,will follow. Among. the most influen-
& tral gre size, reticement policy, number of older employees, type of
’ woyk performed, the role of labor unions or professional associa-
tions,, financial and personnel resources, phllosophx of .employee

-]
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relations-and management’s attitude toward this kind .of assistance.
_ Notonly do these variables afféct the intensity, scope, and stt’ue%aﬂe
a of the retirement program, they also are the major factors deter-
mining whether or not the organization decides to provide this
assistance in the first place. In addition, the skills, knowledge,
sensitivity, and commitment of the people who take or receive the
responsibility for the program will influence the approach selected,
not to mention overall program quality.
No one approach can be singled out as the best, or the preferred,
or the typical. Most organizations having programs use one-to-one
counseling alone or in conjunction with another approach, but this
may be a result of habit, expediency, or lack of information about
othey methods: Authorities in the fieJd have written extensxvely
abouf\the approach that should be follbwed, and the literature °
consensus that both general and mdrVIduallzed informa-
tion shonld be provided and that the program must be flexible. A
. well-develdped and well-rounded program would include lectures
or other formal presentations, followed by intensive discussion of
the subjects by the participants, and augmented by some type of -
. individual counseling to cover issues that could not be brought out
in the group setting, ' .
The literature is filled w1th criticism of shallow programs e. g .
.7 briefing sessions on company benefits with little substance that are
given very close to the date of retirement, because -they fail to in-
clude essential items and do not allow individuals a ‘reasonable
amount of time to make and carry out plans Also gesmerally dis-
approved of are informal p?ograms e.§., “stop by my office some-
time and we can discuss your retirement,” because they reﬂect"a
latk of genuine concern for employees’ well-being. Widely recom-
mended are programs. that extend over a period of years, perhaps &
ten, with early concentratlon on financial plapning and later em- S,
phasis on the social, physical, and psychological dimensions. Can- &
dor in covermg the sensmve and unpleasant aspects of aging and =
retirement, e.g.,, loneliness,” widowhood, is highly regarded too. N
. A number of organizations employ a multiple-format approach.
Typically, thé core of the program is a group format, €ither lecture
\pr discussion, possibly introduced by a media presentatlon The -“’"
) information and skills acquired in the group meetmgs are rein- ..
Q . A ) bo N . ‘
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. forced and egpanded upon by one-to-one éounsellng and supple-
mented by bodks, magazines, or_films, Enrollment of partncnpants
, ..in a retirement Agsociation such as the American Association of . ¢
' Retlred- I its at’ﬁllate Action for Independent Maturity,
" for findividuals_ still workmg but actlvely planning for retire-
ment—is frequently done. “Reunion™ classes are héld periodically
to refresh.and reinforce the material given in the group afid indi-
vidual counseling sessions. R
- ~ Afew orgdnizations have experimented with other approaches
“principally because the standard methods—group formats in’par-
" ticular—involve traditional educational techniques that may be
+ inappropriate for dealing ‘with older people, especially those con-
* cerned w1th a persohal matter such as planning for retirement.
Most group meetings are set in a classroom environment with the
leader and any outside specialists assuming the teacher role and
.. participants being students. The resemblance Qmay be heightened .
" & by the physical setting if a blackboard, notebooks, etc. are visible.
(In fact, many group 'meetings are held in actual classrooms.) .
People who clioose Yo.attend a retirement preparation program, .
however, are well beyond the student stage gnd are seeking more’

Fey

(; than instruction. They want guidance in practical matters, reas- .
e surance, and relief from fears and misconceptions—none of Wthh

is normally obtained in traditional teaching situations. In addition,
some of them may have had unpleasant expenences durmg their
school days, memories they do not want to revive. .

: T\k;le experimentdl techniques commonly used to avoid dlfﬁcul-
ties that may result from following traditional methods of insiruction’
involve getting participants t}be active. Passive “students” are not
wanted. Role playing is opé approach _that has had success, al-

, though not everyone can comfortably assume an unfamiliar role
or act out a rétirement situation. Retirement Services Incorporated
has developed a seminar program that includes a number of sensi-
tivity technlques role playing amo&gy them. Another mnovatlve
approach is debating of retirement issues by participants, e.g.,
moVe or stay put following retirement, Agam;,not eXeryOne .can or
is willing to debate. Discussion of case studies involving retirement
matters is part of the Action for Independent Maturnty Retirement’
Planning Seminar. This approach yields a high level of participant ‘
involvement, and the discussions quité often become spirited. Some *
programs- have used former’ employees now retired to engage in
dlalogues with part1c1pants . e K
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CHARACTERISTICS OF AN EFFECTIVE PROGRAM

=

What makes a program viable.and wortfiwhile? Thsriogughout the
literature a number of different factorsznVE'U?e{cited as Contrib-
uting to a strong program. The Merfer Bulletin of April 1976,
which was -devoted to the topic of preparing for retirement, effec-
tively summarizes the characteristics of ‘a ‘well-designed and suc-
cessful program. Half a dozen “hallmarks” are identified. A
seventh, continuity, has been added to the list.

a
»

1. Sufficient time for participants to make and implement plans.

.A program can be effective and make a difference only if it allows
participants enough time te act on plans they. make as a result of
attending. Offering retirement preparatlon assistance to employees
who are just a short time away from retirement can generate more

disappointment and frustration than satisfaction if they realize that ,

it is too late for planning to have any effect. As mentioned above,
many authorities recommend that active preparation for retirement
begin- no later than ten years prior “to the retirement date with
financial planning startmg even ealier.

[y
P

2. Voluntary participation.,
JVhile it is desirable to have all eligible. employees participate in
the program, no qne should be forced to do so. A compulsory
program means not only unwelcome coercion, but hints of pater-
nalism and unwarranted intrusion in the personal affairs of em-
ployees. Mandatory participation will' be resented and fcan be

expected to weaken motivation to learn and take an active role. It

.can only dilute program effectiveness.  _
/ 4

- ? Open eligibility. N :

The program should be open to all employees who meet the age '

requirement, if any. Some authorities go even further and advocate
no restrictions whatsoever, including age. Limiting eligibility to
selected classes, besides depriving some employees of the oppor-
tunity to receive assistance in plaﬂnlqg for retlrement can cause
problems for the organization. For example, if only managers or
professionals are invited to participate, a charge of favoritism
could be leveled; on_the other hand, if only non-managerial or non-
professional personnel are invited, the feeling might be that the
* ' organization does not, believe they are capable of handling their
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own affairs properly. No hard evidence exists that members of one
occupational group are better able to prepare for retirement or less
likely to be affécted by it. The impact, concerns, and problems of
retirement cut across all occupational lines.

4. Conient tailored to participants’ needs. *®

Open eligibility, while preferred, will present’ some problems in
program design and administration. Finding the proper intel-
lectual and social levels on which the program should be conducted
could be difficult, especially if a ‘group approach is used. Format as
well as content is involved.

Some organizations deal with the problem by separating e
ployees into more or less homogeneous groups, establishing dual
or multiple programs, and adjusting each program’s material and
style to fit thetr unique needs. For example, material on role adjust-
ments might be presented on a more theoretical level for a group
of faculty members than for a group of semce workers. g

The program also must be structured to meet participants’ per-
sonal needs and interests. The.idiosyncfatic goncerns, of every
member cannot be attended to in a group cgntext Generaﬁzed
statements and formulas apply only to a certain point. Beyond tiis,

part1c1pant will require personalized attention. Successful pro-
%rams recognize that different people have different needs and are

set up to accommodate individual differences.
5. FIextthtty )
The past few decades have been hlghly dynamlc years and quite
likely the future holds the same. A retirement preparation program
that is static or rigid will become outdated quic@. If a program
is unable to adapt to changes in the composition.of employees, the
dimensions of their needs, the circumstances of retirement in gen-
eral, or other external influences, its effectiveness and usefulness
will diminish. SR :
' |
6. Attention to the human element.

A retirement preparation program is intended primarily to help )

people, even though the organization might benefit as well. Indi-
viduals take part in a program at a time when. they are especially
vulnerable to influence or suggestion. It is important, therefore,
that the future happiness of participants We the primary objective.
Dignity and sensitivity should be program keystones.

i
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7; Continuity. :
einforcement or* follow-up arrangements serve to keep partici-
ants informed and involved as well as give them the opportdmty —
o take a fresh look at their situations from time to. time. The
ollow-up can be as simple as a subscnptron to a magazine fea-
turing retirement-related articles, as elaborate as‘a series of per-
sonal counseling sessions with retirement experts, or somewhere
in between such as special lunches to.bring participants up-to-
date on new developments and refreshed on essential material.
Combinations of these, arrangements are sometimes used.

]
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.'PROGRAM SCOPE ' o o

u : . . . '
e

" Retirement preparation programs are designed to cover some or
R all of the essential areas of retirement living. Specific topics often
are grouped into broad categories, such as financial considera- -

* “4ions. These categories or themes gend to be fairly consistent among )
programs, although there is considerable variety in the number of ",
themes covered as well as in the depth and intensity of the coverage.

. J. Roger O’Meara discussed program themes in terms of prob- e
lems in Retirement: Reward or Rejection?; a recent report of The
Confetence Board. He considered seven categories of problems or

‘ potential problems, health care, ﬁnancral planning, housing ar-

rangements, life-style adJustments, legal affairs, use of leisyre’time,  *

and second careers,, His typology Js similar to mosb other classifi- *

cations of program’fhemes In the paragraphs following are listedh .

specific topics that fall into the broad categories of retirement- ..

related matters. Mot every program will cover each general theme

let alone ‘each partlcular topic. o .

1. Health care. " ° ’ o e

Includes measures.ito- safeguard health and- promote longer life,

diet .and_ nutrmon mental and emotional well-being; medical

exammatrons exercisé programs and physical fitness, home acci-

dents ar{d safety, age- “relat€d .illnesses and dlsabllmes myths of

physical and mental decling,, senility, dental care, advice on proper -
héalth habits} vitamins,, Weight control, stress, depression, effects . =

&
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of boredom and inactivity, sexual behavior, where and how to find
a doctor, hospital care, home remedies, physiology and psychology ‘
of aging, nursing homes, health insurance, drugs and drug de-
pendency. .

2. Financial planning. s

Includes retirement benefits, sources and amounts of income, €x-
" penses, net worth, inflation, “assets and thejr planned liquigation,
Social Security and Medicare, budgeting and personal financial
manageient, consumer awareness, how to earn extra money,
taxes and tax savings, estate planning, investment opportunities,

insurance and annuities, maintenance of financial records, loans -

,and installment purchase§, shopping tips.
3. Housing arrangemenits.
Includes the decision to move or stay, advantages of different lo-
cations, rétirement communities, housing type, spemal retirement
residences, rentmg or owning, vacation and second homes, housing
exchanges, cooperatives and condominiums, urban vs. suburban
or rural settings, mortgages, security and accident prevention,
home insurance, living with children or friends, proximity to pub-
lic transportation, mobile homes, privacy, residence in a foreign

country, design considerations, propensity for moving.at djfferent,

ages or stages in life, moy'le homes, public housing programs.
4. Life-style adjustments. v .

Includes role changes and all thls 1mp11es altered relatlonshlps
with family and friends, personal and psychological characteristics
that could lead to problems, loss of income and job-connected
stafus, emotional maturity, special problems of single older peo-
ple, late-life marriages and divorces, widawhood, retirement shock,

héw to plan a creative retirement, resistance to retirement,societal

and, cultural imprints, retirement pltfalls senior power, personal

development and growth, differences in the ‘various stagés of-

L4

retirement, &% /

5. Legal aﬂazrs

Includes when and how to obtain legal advice, wills, probate risks
of dymg irftestate, consumer protection, frauds and quacks, Jegal
rights, trust arrangements, estate planning and taxes, guardians
and conservators, gqu'raphical variations in laws, lawyers fee§°,

. P
.




legal teadjness for retirement, power of attorney, contracts, es-.
tablishing a business, community property laws, gifts and assign-
ments, how to file a complaint. or initiate a suit, what happens
L when there is a death. 4
6. Use of lersure )
Includes how to fill the extra ﬁfty hours a week, hobbles and crafts,
appreciation of the arts, educational opportunities, volunteer serv-
ice and community work, the concept of leisure, learning how to
lax, entertainment and the media, travel, athletics, retirement
askociations, participation in church affairs, political activity, avail-

#

~ self, employer resistance to hiring older employees, legal rights of
older employees, myths about older workers, early retirement.

. * ‘ . %, 4
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" CHAPTER 1X:
RECENT RESEARCH { S
ON RETIREMENT .
PREPARATION PROGRAMS

-~ r .

Up to twenty years ago, little interest was given to retirement prep-
“aration programs, a situation reflected in the dearth of substantive
research on the subject before that time. During the past twenty
years, several broad-based surveys covering the extent and depth
of retirement preparation programs in U.S. business organizations
. have been conducted. Also, a considerable. amount of material on  ~
the ‘concept and application of retirement “preparation program-
ming has appeared in scholarly and professional journals in the
past two decades. In the past few years, three studies have investi-
gated the efforts colleges and universities have made to develop
and offer programs for older people, including retirément plannmg

programs.* - e
S .

THREE STUDIES OF RETIREMENT PREPARATION PROGRAMS
IN BUSINESS AND INDUSTRY

“ In 1959, Wermel and Beldema at the Cahfomla Institute of Tech~ =~ -
nology directed a study of what 756 companies were doing&o help
their employees prepare for retifement. Corporate” attitudes toward
this'kind of assistance also were m\vestxgated Of the 415 organiza-
.. tions completmg and returning questlonnalres, 161 or 39 percent - °
‘ reported havmg a “retirement preparation” program. Wermel and  °
Beideman attempted to distinguish limited programs, i.e., concerned
principally with retirement benefits, frofﬁ*cg%rgﬁehensive programs,

70
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i.e,, covering social and psychological aspects of retirement as well
as financtal. They classified 136 of the programs as comprehensive,

. “a very high proportion in light of later research. Mor¢ than 90
percent of all the progfams used one-to-one counseling, 86 _percent
of them as the primary approach Just over half had group sessions,
but these were a formalized arrangement in only about one-quarter.

. The Conference Board, referred to earlier, periodically has
surveyed “companies throughout the. country to learn about the

s preretirement assistance they are providing. A 1955 survey found

i that such assistarice was offered in 212 (65 percent) of the 327
companies cooperating in the study, but that ]ust 34 (10 percent)
had formal, well-organized programs. A'1964 survey revealed that
633 (65 percent) of the 974 cogperating organizations provided '
some type of retirement preparation assistance. Over half of these

* compgnies, 344 (54 percent) indicated that their programs wege
offered primarily to explain company benefits and Social Security; .

. . in most of the other companies the core of the program was dis-
cussion of finances including company benefits. and Social Security =~ «-
but covering other financial matters as well. The predominant

y mode of counseling was. one-to-one; just 37 companies held g’roup
sessions, and 7 of these were restticted to benefits. The most recent
surveypwhich was conducted in 1974, found increased use of pro-
grams in the interim. The data indicated thaf 704 (88 percent) of
the cooperatmg corporations offered preretirement assistance.
However most, of the programs were still quite limited, and"only
164 (21 pefcent) ‘went beyond basic financial and health informa- .
tion. Moteover, 60 of these programs confined the extra assistance
to written materials only. Just 33 compames reported using a
group approach, 8 exclusively and 25 in conJunctlon with indi-
vidual interviews.® ~&

In 4975, the University of Michigan—Wayne State University

- Institute of Labor ‘and Industrial Relations surveyed Fortune
magazine’s 500 largest industrial corporations to determine the
extent of the retirement planning assistance they offered workers.

Reports from the 172 companies that responded revealed that little

was being done,-although interest. in providing retirement prepara-

tion programs was growing. Just 43 or one-quarter had a formal .

program in operation; the same proportion contemplatedﬁ installing.

one within a year. Three,out of five of the existing progfams were
started after 1970. The ma]omty of the programs were coinpre-
hensnve to the extent that “they went%eyohd company beneﬁts and

FRIC =~ = 6o - e
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insurance. However, nearly three-quarters of the directors of these
programs Stated that their program should or would be expanded.
One-to-one counseling and group sessions were the principal.
approach in about equal proportlon About half of the programs
made use of ouside specialists in development and/or operatlon
‘Responding companles without programs were asked to give a
reason why they had not initigted one; the most frequently cited* -

® cause was lack of resources, personnel and/or ﬁnancnal ’

RN

-

A SUMMARYQF RESEARCH FINDINGS
AND OTHER REPORTS ON- - &
RETIREMENT PREPARATION PROGBAMS ) - )
The literature dealing with retirement preparation programming,
both in scholarly and popular publications, can be sumsifized
briefly in eight major points.
1. Most people approach retirement with little forethought or-
planning until very close to the actual date-and drift into it un-
- prepared and with fanciful expectations.
2. Most workers receive no assistance-in preparing for retire-
ment from their employers beyond -getting limited information
. about beneﬁts and insurance.
= 3. Most employers are unfamitiar with the state of the art of
- Tetirement preparatlon programmlng and uninterested in learning
S about it S .
’ 4. The state of the art of retirement preparation programming .,
\ ha$ -advanced t6™a fairly “sophisticated level, and worthwhile

- program materials have become increasingly avallable -
" 5. Employers who do provide retirement preparation programs
usually begin this assistance too cldse to the normal retirement "

e for individuals to make and carry out plans. -

6 Most retirement preparatien programs use one-to-one
counsellng ag the pr1nc1pal approach, Group sessions, however,
are being used with increasing frequency by org)';mzatlons. provid-

g assistance:

- 7. Group approaches are considered the most effective way of
"+ * imparting information and stimulating individuals to think and act
positively with regard to retirement, The evidence supporting this
contention, however, is largely subjective;.few scientific and con-

trolled studies of program effectiveness have been made. |




8. Retirement preparation programs are generélly evaluated
positively by people who have participated in them.

THREE STUDIES OF PROGRAMS FOR
OLPER PEOPLE IN COLLEGES AND UNIVERSITIES

r\

In recent years colleges and universities have been turning in-

creasmgly to non-traditional ‘students to bolster enrallment totals.

One group being courted diligently are people older than has been

“typical of past students, and mlany institutions are offering or

expanding special courses for older students. These courses take
many forms,. including assistance in preparing for retlrement

. Several “studies have examined-this phenomenon.

. \ - Never Too Old To Learn, a report.of a study done in 1974 by

" the Academy for Educational Development (AED), indicates

that few colleges and universities were providing older people with

the special educational opportunities they could best, utili%e.’ The
study ,did find, however® that the nu&r and quality of the -
courses and programs were improving. This information was
.obtained from questionnaires completed by 271 (68 percent) of
400 collegés and universities selected judgmentally on the basis
that they were likely to have educational programs for alder
¢ ™ people. Based on the returns, AED estimated that only about one-
_ quarter of all institutions of higher education offered any kind of
- ~ special educational program for older people,. with the leaders
being the public 2-year colleges. Without giving specific figures,
VY the report stated that few programs focused on. pre-retirement
L education to assist in deﬁnmg new and contributive roles after
ceasing employment ) K N
Also in 1974, the American Association of State Colleges ana
Universities (AASCU) surveyed its membey institutions to learn
about programs they had for older people. The survey was con-
* % ducted-by the AASCU’s task force on educational opportunities
2, . for-the gﬁmg and revealed that 157 or 50 perceht of the 313 mem-
bers+had special courses arid programs for older people. Moredver,
many more indicated an interest in Starting programs or at feast
learning about the possibilities of doing so. Just 21 institutions
.reported a-retirement preparation program, however “and no.

detailed information about them was given.

More recéntly,»in 1976, the Association for Gerontology in

Q - '.’
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in gerontdlogy at U. S.

Higher Education comylled a dlrectory of educational-programs

colleges and universities. Information was
obtained.by a survey questionnaire sent to ali college and univer-
sity presidents, deans of law and medical schools, and members

- of the Gerontologlcal Society and Division 20 of the American
,‘Psychologlcal Association, There are 1275 listings in the Directory,

approximately one-third of the total number of inStitutions of
higher education and’ their branch campuses. Of this group, 149
or 12 percent have or are planning a course, senfinar, or workshop -
in preretirement planning! Most of the existing programs are
, offered through departments of continuing education; 18 institutions
‘offer them as 'regular courses and two schools, the University of
Southern California and the University of Michigan, include them
as_part of a graduate program. Many of the continuing education.
programs are tramlng zourses—for spesialists in the field of aging

.. rather_than coutses for the general publlc seeklng assistance in

planning their own retirements. No attempt was made to evaluate
or describe the scope and quality of these programs.

. ’ ' -~ '
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STUDY PHASES e P

This study of retirement preparation programs in higher educa-
, tion was carried out in threg phases. >
TUrst phase consisted of an exammatlon and analysls of the

—~__retirement counseling and information programs currently in ex- -
istence, primarily those that have .been developed outside of -the . °
field of ‘higher education. The literature on the subject of prere- i
tirement counseling was reviewed, experts in this field and directors  »
of selected retirement preparation programs were consulted,fpro-
gram inaterials were examined, and some actual program sesSions
were abserved. ‘ P

Phase two consisted of a mail survey that sought information ,
from colleges and universities ‘about rétirement preparation pro-
.grams for current ¢mployees ‘and for.alréady retired employees
Questronnalres were sent to 2,833 instittitions, mcludmg branch’

. campusesy in, November of 1975. The returned questlonnaEES\'\.
cdvered32,337 institutions; or 82% -of the suryey ‘group. The ques?
tionnaire is reproduced at the end of this chapter, ’

In’the final phase of the study, the study direcfor visited ﬁve
institutions that participated+in the survey and reported retirement
preparation programs. The ingtitutions visited were Brrgham
Young University, the University of Connectrcut Duke Umver—
sity, the University of Michigan, and Purdue Umversnty During'~

4

> - these visits, the directors of the programs were mtervrewed re-
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< garding the goals, development, content, organization, and ad-

ministration’ of their respective programs. In addition, obserya-

txons of actual \program sessions were made and, when possible,

program partxexpants were asked for their comments and views
" on the programs, and for their opinions on how they-thought the
program had affected them personally. .

THE SURVEY GROUP -

The orlgmal sample was compnsed of 2,838 colleges and uni-
versmes and their branch campuses selected from among the 3,038

 entries in the 1974-1975 Higher Education Directory prepared by

the National Centér for Education,Statistics. The 200 excluded
entries were dropped because they failed to meet one or more’ of
the.following criteria for inclusion: noh-prfit status; a teaching
institution which grants degrees; enrollment of at least 100 stu-
dents; and, location within the 50 states or the District of Co-
lumbia. Prior to the mailing of the survey=questionnaire, 23 addi-
tional institutions were excluded and 18 were added, so the final
sample contained 2,83@znon-profit, degree-granting colleges and
universities with enrollments of 100 or more students.

Ali entries in the Directory are identified by control (pubhc
or private), and level (four-year or two-year) among other vari-
ables besides the study criteria described above. Table 6 presents
a breakdown of the final sampleaby_these two variables. Fifty-one
percent were public institutions and 49 pergent were private, as
compared to a .48 percent public,52 percent private ratio for all
institutional units listed in the Directory. Sixty-two percent were
four~year institutions and 38 percent were two-year, (the- same as
thé’ratio for all the Directory entries.” | -

Almost two-thirds- of the public institutions were state-con-
trolled: 95 apercent of the four-year institutions and 39 percent
of the two-year. Sixty-one percent of the public two-year colleges
were under partial or total local control. Among the colleges and
umvcrsmes under ptivate control, both four-year and two-year,’
about half were mdcpendent and about half had” a rellglous
affiliation. A -

. 8i . - .
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Table 6
Survey Group According To Institutional Control. And Level

.

T\ Total Public . Private -

)]
/four Year 1,743 538 , 1,205
. (62%) - (19%) (43%)

,’I‘%Year 1,090 907 T 183
(38%) (32%). (6%)

2,833 1,445 1,388
(100%) . (51%)- ©(49%)

SURVEY RESPONSE AND REPRESENTATIVENESS
OE THE RESPONDENT GROUP ¥

-

o

~ Overall, 2226 questionnaires were completed and returned, 78
pcrcent of the total mailed. These questionnaires contained data
for 2,337 institutions and branch campuses, 82 percent.of the sur-
vey group. Some questionnaires, were completed at ceatral adminis-
trative effices of rnulti-campus institutions and the Mata in each
of them applied to mere than one institution or branch, which
accounts for the d,«"tference between the number of returned
' qucstlonnalres and the number of units they cover.
Twenty institutions wrote to explain why they%ould not. partlcl-
pate in the survey, In most tases, the reason glvcn ‘was that the
" institution was too overburdened with other administrative matters
“to find the time. The remammg 476 institutions Were never heard
*  from. w *
Sixteen of the 2,256,retums arrived after the close og the data
collection period. Consequently, only 2,210 sets of data cards were ‘.
ﬁ prepared, and analyzéd, and.this figure is the base for all tabulations. ~
* Four-hundred and thirteen returns_were short-form question-
naires, i.e., containing just four of the questions on the regufar
questionnaire' These returns cover institutions comprising 19. per-
cent of the-tetal reslrondent group. » o

. 8
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The responaent group was composed of 1,087 public and 1,123
private institutions, a 49/51 ratio. This, transposes the 51/49
public/ pnvzi‘tf: ratio of the survey group because 81 percent of the

- private institutions and only 75 percent’ of the public institutions
in the sample responded. There were 1,471 four-year institutions
in the respondent group afd 739 two- -year, a 67/33 ratio. The

'four-year/two-year ratio qf the survey group was 62/38. The .
higher proportion of four-year institutions in the respondent group
resulted from receiving responses from 84 percent of the four-year
institutions in the sample and only 68 percent of the two-year.

Table 7 shows-a comparison of the respondent and survey groups
by control and level ]omtly The differences }m\accounted for by

- the different response’ rates ‘of. each category. Responses were
received from 83 percént of the private four-year, 68 percent of
the public two-year, 88 percent of the public four-year, and 67
percent of the pnvate two- )year institutions.

.
y Ed ]

Table 7 ‘ L

Companson of ‘Respondent Group And Survey GrOUp .
According To Control And Level )

v
¢

Respor;&en't Group Survey Group

Private Four-Yéar 1,000 - .. 1,205
(45%) - -~ T (43%)

Public Two-Year _ 616 ° . 907

* _(28%) (32%)

Public Four-Year * ., 471 © v 538,
> L @)y ’ (19%)

- .

+ Private Two-Year 123 ] 183
S " (6%) . - (6%)

2,210 . 2,833

(100% ) ©T T (180% )

L4
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Institutional size was anticipated as being a critical differentiat-+
ing variable. For the purposes of this study, size was to be. deter- -
- mirted by enrollment, and institutions ‘were classified as small,
medium, or large based on enrollment fijure: obtained from the
1974-1975 Higher Education Directory data file. Small inst{tutions
were determined to be those with under 1,000 students, medium
. to be,those with’ befween 1,000 dnd 5,000 students, and large to
be those with over 5,000 students. P
* Table 8 presents a comparison of the respondent and survey
groups by size, separately for public and private institutions. Small X
institutions were slightly underrépresented and large institutions
slightly overrepresgnted in“he respandent group. Private medium-
sized institutions were overrepresented, but the public ones avere a _

~

bit underrepresented. ) .
4 = .

b
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* A PROFILE OF \THE.RESPONISING INSQTITUTIO'NS “

o s

N

Table 9 presenits a profile of’the respondent group achrdihg to
control, level and size. None of this information was’self-reported;’
it was all obtained frem the 1974-75 Higher Education Directory *
data file. " s ‘ L
- In'the aggregate, 49 p¥rcent of the responding institutions were
publicind 51 percent were . private; 67. percent were .four-year -
and 33 percent were two-year; and, 36 percent were small, 41
percent were medium, and 23 percent were ‘large.* ‘
Forty-thrée percent of the public institutions were four-y&ar and
57 percent were. two-year; 89 percent of the private institutions
were four-year and 11 percent, yrere two-year. Thirty-two percent
of the four-year institutions were public and 68 percent were
private; 83 percent of the two-year institutions were public and
17 percent were private. . ' .
Fifgy-seven percent of the public four-year colleges were large
and ju?’,pe I
" college were ‘medium-sized, and the others were split evenly be-
* " tween small and large. Eighty-nine percent of the private two-year
colleges were small and only one school was large. Fifty-two per-

cent of the private four-year colleges were small ‘z;nd 40 percent
were medium-sized: N ..
9 & ’ 84 ! ) ) .
) 3 s N - ’(\“'75 -~
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rcent were small; 50 percent of the public two-year ..
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Table '8 7
. Comparison Of Respondent G‘rou;ﬁ And 'Survé); Group According Tgq, Size
; Al - Public®* Private .
Respondent  Survey ‘Respondent " Survey. Respondent  Survey
. Group “Group Group Group ,  \Group Group ° i
") i .. " - :
Small . 808 1,114 178 270 630 « 844
(Enrollment under 1,000) (36%) (39%) |, ‘(16%) - (19%.) » _ (56%) (60%) =
Meditim . 902 1,138 486 . 667 416 471
- (Enrollment. between 41%) . (40%) “(45%) v (46%) s 37%) = (34%)
1,000-5,000) *, o : '
. " Large . . 500 R 581 - 423 . 498 77 3 .
* (Entollment over 5,000)  (23%) . (21%)’ (39%) . (35%) (1%) - (6%) -
. Total 2,210 2,833 € 1,087 1,435 SL1230 F 1398
¢ (100%)  (100%) ~ (100%) ' (100%) .. (100%) = (100%)
N . R . C ‘) M . >
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Table 9 k ~ L .
Profile Of The Respondmg Instlfutlons ¥
) “Public 4 e, _Privaie
“Total 4-Year s2-Year " 4-Year . - 2-Year
£, . & - T £
- = ) = = 5 ] = ) = i L
§E 3 F_8 3 2 T 3 -2 % % oo
» s = Je F s 3 & = 2.4 = 3,

2,210 26 175 270 152 311 153 521 403 76. 10913 1
100% 1% 8% 12% 7% 14% 7% 24% 18% 3% 5% 1% * -
.. R . ' : 3

s L4 -

» ' . b -
®  *Less than 0.5 percent. . 8o
. *,
2 4 )

Te

Thie respondents were asked to classify their mstltutlons accord-
mg to number of campuses following the Office of Education's
o classification scheme. Seventy-one percent of the institutions were,
single-campus, 17 percent were members of a *multi- -campus system T
in which each unit has equal status, e.g,, the*State University of
New York,8 percent \:fe e main campuses, 3 percent were branches, .
- ‘and I percent were some other type. The low proportion of branch

: ‘campuses is explained in part by the fact that the majority of ‘the,

institutions covered by questionndifes completed at a central office
were this type. Nmety-one percent of the private institutions and
ust over half of the public were single pus, and %2 percent of + -
‘éhe public were members of a multi- -campu ystexi@. e <
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APPENDIX A: .
The Survey Questionnaire

=, -

Survey of Retirement Preparation Progﬁ\ms

R \ at Institutions of Higher Education
N p Teachers Insurance and-Annuity Association ,
) College Retirement Equities Fund
< . E]
y i Educational Research Division s
{ 730 Third Avenue New York, N.Y. 10017
. hd ‘
~
. . . - . -
. Atpresent, there 1s need for informatton about refirement preparatien programs for employees
of educational nsututions These programs, distinct from pension plans. are ntended to help
- employees forestall the harmful personal and social consequenies that have been shown to occur
when reurement planning 1s absent or inadequate This survey. ried by a grant from Lilly
Endowment. 1s the result of numerous requests to fill this infornbn gap *In addition. we are
seehing to learn what colleges and universities do for the benefit of former employees now retired
a “ . rd - ad

Findings will be used to aid mstitutions desining tg begin or modify retrement preparation
. o . . L4
b “’s programs ! ° ¢ .

«

Only with your cooperation will we be able 1o provide acctirate angd complete information We

H the questionnaire 1n the enclosed postage-pud énvelope’ R
* 14 4
. B «
Please note that we are as interested in responses front institutions that de not hic a program
as from those that do If you have any questians regarding this suryey. plgasu&im ollect) the
Survey Director. Jim N}ular}aphy. at {212) 490-9000 LT

A ¢Opy of the survey report will be sent to all the participating instituttons
. - . .

- . . @

T, ' e , Special Instructions
1 If yoyr institution has nefther A program to help staff membeg prepare for retirement nor a
° T program (o assist retired staff members. pleasé complete Part § General Information) of the

N questionnatre only and return it .

. - .

,

[P

_\,\,} . If your institution has enhgr arglirement preparation program ofd program to assist refired
- employees, please complete Part 1 and Parts 2 and/or 3 as they apply .
I 4

. -
~

0 8 . ) L o -
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g

will be most grateful if you answer all quéstions that pertain to your institution and then mail back . -




Part I-Gerleral Information

o
~

7 Is your institution  (Please check one)

581 D A single-campus 1nstitution

zD A main campus of parent institubion with one
* - or more branches ‘

33 *A branch campus of a parent insutution

N campus which 1s part of a group of adminis-
2 Name, title. and department of person supplying infor- tratively equal campuses 1n a mult-campus
mation* ’ system

s Other (Please specify)

1f your nstitution 1s a branch campus, please hist the name of

1ts parent i

§ Areacode. telephone number. and extenston
- . ?

t

“3. Number of staff
faculty Does your institution presently have a formal program

k4
administrators apd other to help employees prepare for their own retirement

professionals 7100 Yes(If Yes. please answer all questions 1o Part 2
« after fisst answening Q 9and Q 10 below }

all others !
_zD No ~ [ %
£ N

N S

b
.5 Approximate numbet of staff Does -your 1n: B | contact with

P Y

members expected to refire Within and/or assist former employees now getired”

one year
faculty . sy E $ _Yes(If Yes, please answer all questions inPart 3 »
after first answering Q 10 below )
admynistratots and other . . ’ .
professionals . . . . T [:} 20 No L0 - R

. IR

all others ’ Al [ R .

M Y Does your mstitufion presently offer a separate retirer

' ment preparation program for people other than regular

6 Normal and mandatory employees. ¢ g4 a course In the Department of Continu-
retirement ages for ,

ng Education” *
stalf members, s8] Yes
Vieedatery s

faculty Lt rony Ezwotj 0 No
~ administrators and other ?
professionals “way 2081 B

all othery 83 ““D
~ - g
.

- ’ : -~ ' . r
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CARD 2
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R e —_— “ Part:2-Retirement Preparation Program
s '
! ° Defintton  Any (grmal program intended 10 give eployees a bettggunderstanding of what they will be dealing with in retire
ment and of what they might do dunng therr remaining working time 10 make retirement more satsfying
N ) ' -0
~ I 1 Doyou presently have more than one dlS‘lmCl retirement 7 Whatemployee groups partiipate in the pnmary program
. preparation progra%for staff members? —or tn some different retirement preparation progrgm at v
! 1010 Yes ) your institution” (Please check as many as apply ) )
. 0 No M - ’ . W:.m' P.;:(:‘lf D ot
’ - Primery Difterent Ia Any
1 Yes: o . ‘ - Troge Pone v
a) how many programs do you have” . " D Faculty - 20 20 20
L
« b how do they differ” (Please descnbe bnefiy) Admimistrators 20 .0 =0
2 R Other Professionals 0 20 -0
” v . Clencal-Seqretanal Staff 2793 .0 20
- . . ¢ Maintenance-Service Staff a;wD‘ ,:0 -0
* - . / Others. (please specify) 294 0 20
The remaiming questions in Part 2 cover your primary retire- -
ment preparation prograra 1 you have more than one peo- ’ . . \ .
gram, please answer the questions n reference to the one & On the average. what percentage of those ehgible em-
: program you conuder the more (most) comprehensive ployces who are invited to partiipate’in the primary
coverage of the essential clements of retrement hiving This program do you estimate actually do s0?
program may have a number of different components mz:]'t
. o T .
2. How long have you had . v
) your pnmary program? ers D 9 Does the particsipation rate vary by employee group”? |
. , Yours 10 Yey .
. “b) any retirement preparation program® 1637 2 No
. ° \ , Yo, If Yes, please indicate the vananon(s) - N
‘ : ‘ ! )
»
. ’ }_ What office or department is m charge of the pnmary 5 ,
P program” .
- . .
B 11 - - * .
. s - . .
. 4 What s the job ttft of the person most lmrﬁcd;élcli';rt- 10 Do you take mto any special characterstices) of
. sponsible for conducting the program? s . your staff members when forming a group. 10 go through
- b B 0 the program® For example. occupational category or .
. - . -~ mantal status . -
» . (Y - b <
. i 5. Approuimately what*percentage of this ;:crson's work =0 ;es " . h
ime dunng the colirse of a normal work year 15 spent on - ? o, k.
. - he program” i3 If Yes, on what basss do Ysu select the groups? .
¢ £ . - .. .
T. N . » 4 .
- . » . “
< - . 6 !g participation n the program fully volunfary? .
' a1 Yes ° < N p S
’ . 2
20 No. there s a compulsory aspect N
' 3
L4 - 4 . .
- 3 » * ' -
N .. Lo .
. & - ' BN ' N
:& . N o \ { IO S ab *
. ’ .
L 4 -~ 8 d N ¢
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FRICO - <. - - = -
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. * ¢
s P R
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- S9BL A s,
11 What has been the av erage age of employees who partice- 17 What method or methods do you use in the program?
pated in the program at the ime they beg.m this partici- {Please circle a letter for each method used and then fill
' pation’ 1n the requested information for the method(s) )
Al .
. . . »0 E 10 A« Personal andividual) counseling 4
. - Normal number of sessions M 12
12 Whatis the earhiest age at which an émployee 1s invited 3 Normal time between sessions ™
¢ to participate in the program’® .
‘ — " a2 D 14 B - Group discussion
L Normal number of sesvons 1508 e
: ” Normal time between ressions P ——
Lo 13 Arcemployees spouses normally invited to participate . A:’erage s1z¢ of group N . .19
In the program? <
s 20 C o lecture N .-
N prem| Yes Normal number of sessions [ 1 F -
20 No 2 Normal time between sessions —_—
\ * Average size of audience f L, J—
‘ D -+ Audio/visual s
[fYes, on the average what percentage of 1nv ited ApOUNSS z &
N do you extimate actuatly Participate® Normal number of showings , b
- . s E'_’ . » Normal ime between showings | ——
! Average size of a!:dlence 313
14 1n the program, do you utihze resource poople of  ex- u E - Qrseminanon of hterdture
R perts  from outside your institution? 3 F > Self study :
100 ves % G - Other (Please’specify)
.
200 No . X -
If Ves. in what capacity’ . 18 Which of the above methods, If you use mote than one,
, . do you consider to be your primary approach” (Please
“ ‘- answer by entenngthe letter In Q | 7that corresponds to
\ 9 ¢ yout choice, ¢ g , A for Personal counseling )
37
15 Is the program conducted dunng normal Wrking hours”
so1[J Yeu . :
, 200 No 19 Who developéd the program®
B ; > - s Developed enurely by staff Members at your
. . 1f No, when 13 1t conducted? institution”
. o . :d Developed mainly by staff members at your
st . msutution
. . s Developed entirely by an outside ory,amzamnor
A 16 Is the program conducted on campuy’ Organtzafions i,
A 210 Yes ! . 4 D Developed mainly by an outside organization os
O - . orgamizations
# . z ° . If\l'\ﬂ'membenal)ourmxhlulmn worked on the devel-
\ N . ) N opment of the program, please idenufy their office(s) or
. [f No, where s 1t conducted department(s), . o
A - . o
" 9 X 3 -
. %0 ¢ - . ‘:
. . -+ 1f anyone from outside your institution worked on the
N development of the program., please identify their organi-
R . zation(s}
. * . ar ’ ”
LS .
P N o B )
. semeeL " -
h . , 42 1981 <
. o4 ' {
. ﬁ .\A . , ’ "
' ’ ' N . .
.- [y > 9 U " s "
» ¢ . .
i~
¢ . .
- . o . 4 Lo
1 * N -3 -
ERIC " SR | 1
o ‘ -

Aruitoxt provided by Eic:




CARD 4
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20 What subjects arg covered by design 1n the: prqgram" Has the.program had any-sigificant problems?
{Please circle a letter for each subject covered and then 62103 Yes .
indicate the usual amount of ume 10 hours devoted to 2 D No N
the subject(s) ) If Yes, what were they? ¥
Ureal
Coverage

10 A income and other financial

3 B Physical health care b
16 € - Nuwnnon

1w D : Mental/emononal health care .
22° E - Housing and focation

2s F - Consumegalfairs®

% G - legal :{:Jn

PR el

.
Do you follow uprthe program in any formal way phor to
retirement such as by ‘'refresher’ courses or enrolhing
partictpants.n a retirement ofgamzation”
e[ Yes

i No .
1f Yes, 1n what wayis)?

LY} Volunteer actvities

- — . hed

37 J - Use of lersure ime
K K+ New rotevrole agjustments
« Petsonal & “social relaons
6 M - lass of spouse/death
Transportation

- Personal secunty

s P Clubs/orgamzations for older
people

Timme
Ale hesrs)
_
=
—

8 Q dlh}r {Please specify)

.
24 Do you evaluate the program tn any formal way”
or3LJ Yes *

23 No
1f Yts: n what way(s)?

Which subject usually ehicits the greatest nterest from
parnicapants? (Please answer by entering the letter 1n
Q 20 that correspgnd's 10 your cholce. ¢ g.. A for In-
come and other financial ) b

Aruitoxt provided by Eic:
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Please usc theblank space below to describe any speciat of unusual features of.your progral that you belicvcane shoutd
" ’
know about In addition we would welcome any comments (suggestions, Lautions. clc ) vou would cafe to make regarding B
the e stabhishment and operation of a relifement preparation program o
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b Part 3—Post-Retirament Prégram e

| What pravileges and benefits other than those offered to the general public do you make available torettred staff members?

. (Pleasc circle a letter for each pnvilege or benefit made avaslable and then indicate by 4 chech the retired employees to
whom they are avalable and the charges involved ) ’

Avalladde To Charge
Kedeed Retirrd " ’
18 A~ Athletic/recreational faciliies | v {3 2 D Eym) |: (] w0 : 0 s0 .
18 B - Cafetennwdiing room +0 n ‘:’ O "»0 /0 :D
22 € « Concents/dramaticv/lectures | 23 (J 20 » 0 t | e [ Eam] ~3
28 D . Course offenings » 0 :-: (] » 0 2] w3 : 0 in}
u Eu 1ibrary “1s0 w3 ¥ d T al w : J 3.0
« F «Discounts, at bookstores, ¢té | v [J <« s w0 w 2 s
4 G - Childrer/spouse education v w(d w0 Fim} s [ 20 s 0
s2 K - Financial loans . %Y b se 3 s 0 e s 3 20 H (] ‘
ss | - Houung ; » w0 «wd @ o 0 2{J 0
e 4 . Parking R wd- «d wvO "« wr ) . 3 O-
CARD & . o - . b 70%’5’“ !
10 X .« Officeflaboratory facilises | w3 Y w( w 20 N ad .
16 L - Secretanaliclencal help v w0 [n| =0 & 20 2 [ in . *
2z M ¢Um\cmly/fncully club s, 20 » 0 »0 a3 20 50
% N - Socnal(pr\ofc\\lonm clubs »0 w0 w0 2 | 20 Y
3 O - Group travel » (dJ wﬁ » » 0 w J 20 s 0
w P - Group health nsurance w0, <0 a0 w o 0 : (7 O r
% Q - Groupdife jJnsumnce—m o [J Ww . e Q- Py sv‘| o] 20 ) Y e P
s2 B - Medical counsehng/exams sa ] s« O s O im} [ m| 20 s ()
52§ - Medcal treatment w0 w ) «d im o 0 : (7 <3
e T - lnﬁrma;y‘ho\phal faciities  les ] a3 s s o : 0 . s *
CARD 7 X ’ . kzm .
10 U« Job placement/employment | 11 jm} 23 s0 w0 wir [ : &) s
C()urjscllng‘ " .
16V - Financial counseling - é «w w (] » 0 a1 £33 20 .30 N
22 W - 1cgal counsehing » 0 20 2 s 0O m 2 s 0
% X - Personal counseling | » 0 » 3 »d J;z O :m (] : 0 ;‘D |
30 Y o Other (Bease speaifly) »w [ » (] vOe¢ 20 » 0 : 0 s 0

*If you confer emeritus status on retired fa:ullsf. do you offer theg privileges or benefits that are ndt available to
non-emenitus retired faculty ? - .

w1 (3 Yes ' . -
- 2(3 No . } . .
If Yes, please describe briefly N - . ¢ N
“
2 . . . R ; , N
- . . "
- * .
o . .

. .. . A
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. Y Does your institution maintatn contact \mh staff members after they retire”?
1T Yes "~ .
N . 23 No s .
1f Yes,
- (a) How ts this done® (Please chech ae many as apply ) .
It
. 45 TJ In condection with pensions and other benefits 23 ¢ _,,;* retirement preparation program
¥ 4 [J Rounne updating of personnel records 33 H.nm;.. schoulrcprcwnmnc wnite, callor vinit from .
& 3 Maling schooi adktor other publications time to time
44 [) sSending grecfing cards on birthdavs or ananersanies 34 (3 Inutation to rétumn and talk over any problems trou-
49 3 Invitatipmto school events such 4y commencements bles, ete
. , N « 50 [0 Hholding speciat events such as dinners 35 3 Other (Please specify) .
$1 [J» Spoasonag a renrees «lub R -
4 " 3 -
R (b} s this done mainly on a formal or informal basin” ) . i
N . 61 [ Formal - .
23 loformal . ‘ -~ i
’uN\ this coordinated by one office or dnnt )cp.araltly by a number of dnﬂ‘t&tumh" ‘ e,
f
871 [ Covordinaied by ane office < =
58 Which office? -
Y -«
23 Daone separatel by different units . - .
. 9 - ~ . ~
, 60-7981 , '
807 . . -
Pledse use the blunk space below fOY any comments (suggestions cautions, ete ) you would care tomahe regarding the
. establishment and operatton of 4 post retirement program for former employees i
. .
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' Thank you for, youe help hu\e retum w completed qucmonmnre " me e».lmed rovtage pasd envelope |
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The individuals fnd i tnstltuttons listed below provided valuable '

direttion, information, and assistance in support of our research
efforts throughout the Study: To conserVe space, the presidents and
cofficers 'of the over 2,200 colleges and universities that participated
in the survey are not included on the list. Their contribdtions are
-:cited in the Acknowledgemems sectlon of this report.

)
-

" Phoe Bdlley, Attion for Independent Maturlty

Clyde air, Brigham Young University .

Donald Bowman, Consultant and Past Dlrecto;' of the Pre-Retire-
ment Planmng Center v ) . .

Virginia Boyack, Andrus Gerontology Center o .

Leonard Breen, Purdue University ‘

" Herbert Brenner, The University ‘of Southern Callfomla

" Julian.Brodie, Retirement Brogram Services

Hugh Brower, Society for Pre-Retirement Program Planners

Blue Carstenson, American Manpower a;;td Aging Adv;sory

" Services .

. Peter Dxcklnson Author and Consultant ' .

Dennis Dion, The University of Connecticut

Ann Downing, Department of Elder Affairs of the Commonwealth
of Massachusetts ©

" Theodore' Drews, National Center for Educatlon Statlstlcs

z

Maryse Eymonerie, American Assocjation of Uﬁlverslty Professors
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K. Edwin Graham, American Council of LifeTnsurance
Saul Gruner, Wnc Career Planning IncGrporated -

Sybil Gruner, Retirement Advisors

Woodrow Hunter, The University of Michigan } B
" Harold Ksrael, Scarborolgh Research Corporation )

" Robert Lihnell, The Universityof Southern California R

John McBride, Action for Independent Maturity
James"McFadden; Manpower Education Institute _
Sylvia McDonald, Marianoplis College

Bernadette Malinoski, The University of Michigan

U. Vincent Manion, R:;;;ment Serv1ces Incorporatgd -
William Oriol, The Spetial Commitfee on Aging, AU. S. Senate
Elmer Otte, Author and Consultant

Erdman Palmore, Duke University

Jennie Partee, The University of Michigan ' .
James Peterson, The University of Southern California L
William Prgst, Purdue University : -

-

. Henry Reddick, Bureau of Retirement, Civil Service Commission

03

G.D. Scheufler, Purdue University .

George Sullivan, Academy for Educatlonal Development  ~ " -

Richard Taubald, Montclair State University. -

James Thorson, Georgia Center for Contmumg "Education, The
University of Georgia’ =

Marvin Veronee, Industrial Relations Center, The University of
Chlcago ‘

Robert Weiner, The Select Commlttee on Aging, U.S.. House of
" Representatives .

Yolanda Wesely, EquitaBle Life Assurance Society

Organizations .

Academy for Educatlonal Development New York, NY 10019

Action for Independent Maturtty, Washington, DC 20049 “

Admlmstratlon on Aging, Washington, DC 20201 LA

American Association of State Colleges and Umversmes Was'hmg-
ton, DC 20036 Co V&

ican'Council of Life Insurance, Washington, DC 20006

an_Manpower and Agmg Advnsory Servnces Wasl*gton

0006

' Geronfblogy Center The 'Un;versnty of Southern Call-
fornia, Los Angeles; CA 90007

Assoc1anon for Gerontélogy in, ngher Educatlon, Washmgton,
DC 20036 . ‘ ot s
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.Center for the Study of Aging and Human Development, Duke .

. The Conference Board, New York, NY 10022 ' YA

_ 'Georgia Center for Continding Education, The Umverslty of

- The Gerontological Society, Washington; DC 20036 '

. Manpower Education Institute, New York, NY 10016

aNatlonal Council of Senior Citizens, Washington, DC 20005 - ¢

. Natiopal Retired Teachers Association/American Association of . ~ -
Retired Persons, Washington, DC 20049 LN . .
New York City Mayor’s Office for the Agmg, New York, NY ¢k
10007 ) LT
Pre-Retirement Planding Center, DesMomes IA 50311 .
Retirement Advisors; New York, NY 10019 - - M
Retirement Living, New York, NY 10022 C Ut "

Bureau of Business Psactlces Waterford, CT 06385
University, Durham, NC 27710

Department of Elder Affairs, The Commonwealth of Massa-"
chusetts, Boston, MA 02116

Georgia, Athens "GA 30601

Industrial Relations Center, Th— e University of Chlcago Chlcago
IL 60637 .
Institute of Gerontology, The University of Mnchlgan Ann Arbor
-MI 48109 . < -

National Center for Educatiop Statistics, Washington, DC 20201 -

National Courjcil on Agmg, Washington, DC 20036 -

Retirement Pspgram Services, New York, N¥Y 10022

Retirement Services Incorporated, _Eugene, OR 97405

Scagborough Research Corporatlon New York, NY 10016 .

Seripps Foundation Gerontology Center, Miarhi Umvers1ty of b
Ohio, Oxford, OH 45056 ° ( - -

Social Seeurity Administration, Washmgton DC 20.201
Society for Pre-Retiremént Program Planners, Omaha, NE 68102

’

* Sutvey Research Center, The Umver51ty of Michigan, Ahn Arbor

 MI48109 > o
THinc Career Planning Corporation, New York NY 10019 s
Trewhella/Cohén/Arbuckle, New York, NY 10036 .
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